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ABSTRACT 

The increasing number of families in which both 
partners work has focused attention on the relationship between work 
and family environments, and the consequences when employers and 
employees attempt to balance work and family responsibilities. This 
qualitative study explored whether the connections between family and 
work life were identified as concerns by employers and how they 
responded to associated issues. Human resource and personnel managers 
(N=53) from 40 companies were questioned in semi-structured 
interviews to explore how the corporate response to work and family 
issues was influenced by the corpora :e ethos. Corporate values, on 
the whole, were still based on the premise that work and family lives 
were separate worlds. The corporate world explored in this survey was 
still largely a traditional man's domain and standards of work 
behavior and career advancement were basically shaped by the 
assumption tha*; there was someone else to take care of all family and 
non-work responsibilities. Reluctance on the part of employers to 
initiate or expand family-oriented policies stemmed from several 
sources. One was confusion about who should be responsible for the 
consequences of changes in the social and economic forces affecting 
the workplace and workers. Another was entrenched beliefs about the 
roles of men and women and the economics of running a company. 
Implications of the study are discussed, and the questionnaire is 
included in an appendix. (LLL) 
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Foreword 



The (lays of \\\v male l)U'a(1winner female housewife system of 
family life liave Ljone, Yet tliis model still lies l)elun(l our work 
slriKliires and lurks in tlie nuiui of the* man in tlie tjray flannel suit. 

Tlie L;a|) hetweeri an idealised family model and tlie real litiks 
l)elween families and paid work widens ever\' day, so we- slu)uld 
expect ttiat reality L!a[) to raise sorne doul)ts in tfie minds of 
employers. Tfiis studv. pleasini{lv, sliows tfiose doul)ts do exist 
an(i. more importantly, tliat employers in lar^e companies are 
lakint; some action to ensure a better lit' l)etween work and family 
life. ' 

Tliis Institute lias [)ursued the work family issue because we 
kno\y it is of central importance to the family lives of Australian 
workers. We have studied child care, maternity leave, trends in 
women's labour force participation and the clianL!ini> nature of 
marital roles. 

This is llie first study to look closely at wliat tlie managers of 
larLje cotnpanies think about such issues. It does not preach at 
them; rather it asks whether or not they see familv matters as part 
of the employer's res|)onsibility at all. whether ttu^y understand 
the recipro(*al im|)acts of work and family, and what they think 
thev (Win and should do about it. 

We are aware that smaller businesses face different problems in 
d(wilinM with the family responsibiliticv-; of workers: a separate 
study will deal with this. We are also aware that tlie attitudes of 
trade unions are crucial in blockint! or stimulating changes in line 
Willi ILO Coin'ention 1^(1 on Workers witli haniily Res[)onsit)ilitics: 
anollier study is looking at tlieir role. Hut we trust tliis report will 
throw new liijht on how lari^e companies perceive the issue. Thev 
are more proL;ressi\'e than nian\' may imatjine. anci tlu^v report 
some of the obstacles to i^ood intentions. 

I want to thank the company manatjers who parti( ipated in this 
slud\'. the Affirrnative Action Agency wlu^ assisted iii settini^ it up. 
and the many emplo\*ers and media outlets who lia\'e hel[)ed us 
publicise the work famil\' issue 

hi the end, it is ,i 'win win' issue, lor employers Ljain in 
pnuiuctivily and emplovei^s achieve a better (pialitv of family lite. 
Without both, Australia is in biLjLjer trouble than most people 
realise. 

Don Edj^ar 
Director 

Australian Institute of Family Studies 
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About This Study 



TIk* iiuTcasintJ nutnljiT of families in whit'li Ijolli [)arlncrs and 
parents work lias foniscd attention on tlu* reiatioiistiips i^etwecii 
\V(jrk and fanuly (Mivironnu'nts. and tlie t'onse(|nenc('s wIkmi 
('ni|)loyers and (Mii|)|oy('es atten)|)t to l)aiarR*e work and [ainii\' 
r('sponsil)ilities. Assutn|)tions about tlu* strnclnrc of work and the 
work of fanulie.s are challenged when holh hush.uids and wives 
or .sini»le |)arents have* oi)li^ations in these often eoinpetitit; 
domains. 

All workers ha\'(* fan m lies and with family hes eotne responsihil 
ilies {)t e.ire and su|)|)ort, whether earing for ehildren or helping 
(*lderly relatives, ['anulies ean provide su|)port and encourage 
nienl for workers in how tlie\' [)erlorni their jobs, or he a source ot 
worrv and stress that interferes with i^ettint; the job done. !'.inplo\' 
ers are ritjhtK' cm )neerned with produetivit\' and prolit: the ability of 
(Mn|)lovees lo manatee the oblit>ations o| work and tamilv ean be 
essential in ac hie\'inti these aims. 

Americ an soeiolot^ists Kameriii.in and K.ihn (1!)H7). who ha\'e 
lollowed trends in work and famil\' issnes lor scN'eral de( ades, 
have observed, "... soeietv h.is (handed, work has changed; 
Iherelore. the work|)lae(' should ( hant^e too' 

Chanties in familv and fender relationshi|)s ha\'e had a pro 
found effect on Australian soc iel\ . The entrance of women into 
the Workforce has altered the wa\' people think about work <nul 
family life and how the two c an be ort^anised. While the «ittention 
has been on ch.inj^es in women's expect.itions and beha\'iours, 
men's roles and experiences are also atlected. l-'uchs (1^)88) 
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stales, 'Till' dec isions that ituli\'iiliial woiiuMi anil www make with 
res[)ert In work, inarriaije. ferlilil\' ami child earc affect their 
entnnuinilies. their states ai^d the n^ition.' 

Legislation, hureaiieraev anil unions have hek;un to address the 
issues for workers witli farniK' respcnisihilities. In Mardi !!)!)(). 
Australia ratified tlie International !Ai[)our Orj^anisation (ILO) 
('on\'ention If)!), 'Workers witli Kainily Kes[)oiisi[)ilities' wliieh 
reijuires its sii^natories to promote sers iees to improve c oiidilions 
for v/orkers witli family responsi[)ilities. A Work and l-amiK' Unit 
was estahlislied witliin the Department o( Industrial Relations lo 
liaise witli State. Territorx'. C'ommoiiwetdtli and eommunity bodies 
on the needs of workers with familv responsibilities. 

Tlie CioN'ernmenl's 1 !)!)() N.itional C'liild Care .StrateL;\' eonimit 
ment to pro\tde i-JOOOl) places l)y l!)!)M lias been extended lo 
include an additional nODOO |)taces by A|)|)roxituately 14 OOO 
of these places are expected to be provided b\' employers with 
incenti\es created under the 1!)SS lniluslr\ liutiati\e. These will 
assisi emplovers to t'stablish work based c hild care through tax 
benefits (see C'lhipter Two for details). Kee reljel for low and 
middle income fariiilies usint; ^oNcrnment or C(unmerci.d cliild 
care was extended (Department of C^)(nmunitv SerAMCes and 
He.dth !!)!)()). 

The Aflirm.iti\ e Acti( )n ( llijual ( )pportuiiitv lor Women ) Act 
and the Sex Diserimmation Act 11)^^1 pro\'ided initi.ili\es to assist 
women to ai hie\'e educational and vocational tjoals The Affirma 
tive Action Ai^encN' monitors pri\'ate sector and higher education 
institution compliance wi»h the Arl. Mos( St.iles lia\'e established 
women's em[)lo\'meiit branc ties to eiicouiaije access to a wider 
ranM<' <>f occu|)atjoiis. 

Man\ corporations ha\e app(;iiited an ('(|ual opportiiiiitv ijfhcer 
or assigned thes(» duties to |)ersonnel and huiruui resource in<ui 
a^er%. In iDSa, the Husmess roimcil of Australia and the (^)iifed 
er<itioii o| Australian liidustrv established a C'ouiicil lor l*U|ual 
l-.uiplo\ iiieiit ( )|>portuiiit\'. 

The Austr.iliaii Couni il ol Trade I'liioiis (AC'Tl'i adopted an 
'A( tioii I'ro^ram loi Women Workers' in IDSM to promole ( liild 
cate. Ilexihle workiiu; hours and various lorms ol parental lea\'e. 

While womeii s dual roles as c.ire^iN'ers and woikers |ia\'e 
rt'( civcd the most attention, llir undrrstaiidint^ that men are 
lathers too and ha\e lamiK- obligations is Liainiii^ rei oiiuilion. The 
AuslmlitUi Industrial Kelalions Commission receiitK- ilec.ded in 
la\"or ol the ACIV ( dse seekiiiL| uii|)aid parental leave lor f.ithers. 
The decision allows lathers to share in aL! weeks unpaid leave, a 
beiielit prtAiousU .ivailable oiiK to mothers In coiisiiltation with 
ein|)|o\('rs. p.ut time work up lo a < hild's second birthda\ ma\- be 
lieLioliated ( ACTI ' l!)SUi 

A lew Australian emplo\'ers base set u|) c hild t are < eiitres or 
school liolida\ proL|rams and others arc assessimj the needs o| 
llicir ein|)lo\ecs |or child ( dre and alleriialive workinu schedules. 
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However, although f^overnnuwil, unions and sonie eniployers, 
l)olh in Australia and overseas, have inipltMiiented or are cotisid- 
eritiM policies to assist workers with faniily rt)sponsil:)ilities, kvss is 
known al)out llie attitude of Australian employers to work atid 
faniily issues. Tfiis report is an atteinpt to extend our understatid 
\u\i of employers' perce[)ti()ns alK)Ut the connections l)etween 
work and family life. 

The re[)ort suinniarises tfie (lemoiJra[)hic and social cliatitjes 
affectini; work and family life. Some of tfie government and 
(*orporate iiiitiatives lakinij place overseas and in Australia <ire 
described. It presents the findinijs from a ()ualit<Uive study of 
Australian C()ni[)anies tfiat t^\pl()red employer perceptions, atti 
ludes and responses rei^cirdiiiij work and family issues cWid the 
implications for shcipini^ tfie provision of policies that support 
workers witfi faniily res[)onsil)i1iti(vs. 

The study eXcUiiines what employee matters are considered 
critical, wlietlier work and faniily conflicts are recoi^nised as a 
prol)kMn, liow^ an employee's family needs are catered for, wliat 
policies or initiatives that are su[)p()rtive to families li/ive betMi 
considc»red or inipl(Miiented, wfiat are the C()ristr<iints and where is 
the r(*sistance to introducing^ l)enefits, and wliat is tlie attitude of 
each company to men and women stiarini^ family responsil)i1ities. 



Tlie study was l)ased on r^'.i semi-siructured interviews witti human 
resource. personrieL eciual opportunity or general nianaLjers in 
40 companies in st»veral Australian States l)etween Aui^ust 
l)eceml)er H)9(). Letters tixplainini^ the study were sent to tiuman 
resource or personnel directors and appointments were sul)se- 
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qucMilly arraiii^tnl l)y ItHepliono. The majority of interviews were 
eoiuliicted in person at tlie main headqnarters of the eompatnes. 
Additional iiiterv'iews were eondueted l)y telephone with manag- 
ers of individnal l)iisiness units witliin contjlomerate companies. 

Humai^ resource nianaLjers, [)ersonnel directors and eciual 
opportunity officers may sliare titles and responsil)ilities. Tliese 
l)rofessiorials were cliosen l)ecause of tlieir l)road involvement in 
company policy and employee relations. Tlieir roles cati include 
assessing; employment needs, developiiiL; recruitment, selectic^i 
and (promotion criteria, etisurini! compliance witli ret!ulator\' 
re(iuiremenls sucli as affirmative action and award restructuritiL;, 
identifvini! employee prol)lem areas, reviewint; l)ene[its and 
developing trainir^vj ami career advancement strategies. 

A non random sample of employers was selectcuf to provide a 
cross section of employer experience. Tliese are lartje cotnpatiies 
and do not include small l)usinesses, wliere cotiditions arid 
res|)onses would l)e quite different. Discussions witli tlie Affirrtia 
tive Action Aijency and tlie Office of the l-atiiily iti Western 
Australia acted as a ijuidc* to some companies considered to [)e 
interested in sucli issues. Some effort was made [lot to duplicate 
researcli willi tlie few companies tliat liad received extetisive 
put)hcity about their initiati/es in providiru.; cliiid care. 

A ratine of industries was included: food, textile and other 
manufacturing, natural rc^sources productioti, trans[)()rt. retail, 
finance, leijal, liealtli, liospitality and conitiuitiication. Several 
pul)lic service agencies were included. Manufacturint; com[)anies 
formed tlie lari;est num[)er 





. W ^^^^r Transport 
\^^^^ 2.5% (1) 

^^THospitality 5% (2) 

Community Service 5% (2) 
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Company s'\zv ranged from throe companies witli less tliaii 500 
employees to three companies with more than 25 000 workers. 
The majority of companies had a workforce of between 500-2500. 



Figure 3: Compariy size 




Under 500- 2501- 5001- 10C01- 25000+ 
500 2500 5000 10000 25000 

Number of employees 



Tlie 'M private sector companies intc»n/iewed ei iploycnl a total 
of 17r);^5() employees. Of lliese H4 4():^. or 18 per cent, were 
women. In tlie thr(H* pMl)jie serA'ict^ organisations, 1 M \[)2 people 
were employeti and 2:^ ()47, or 21 per cent, w^erc^ women. 

Table 1: Number of employees in companies surveyed 



Sc^clor Males Temales Total 



Privale f)()!)4(i 
l'u[)lic ilOfrir) 
Total IHl 



2'AM7 IM 1!)2 

1 OH 050 285)542 
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The Changing Worlds of 
Work and Family 



OtK* of tlu' fortMiiosl fcu-lors influtMu itiij llu' way Auslralinn www 
and wonu'ii organise lIuMr work and fanuly lives lias hvvw the 
influx of wonu'ti. particularly tnolhers, into Itu' paid workforce. 

In June lf)f)l) women comprised 42 per cent of tin* labour force. 
Approximately 70 per cent of all wonien atjed between 20 and rif) 
were in the lat:)our force c()ni[)ared with 9.*^ per cent of men. These 
figures contrast dramatically with lf)01 when women comprised 
25 per cent of the workforcv, and 28 |)er cent of women compared 
with f)7 per cent of men a^ed 20 59 were i!i the lafxnir force. In 
the decade lf)8() lf)f)0, the participation rate of all women L;rew 
l)V 8 |)er cent, for married women 1 1 [)er cent and for men fell by 
iVpercenl (Maas lf)90). 

The proportion of married women in the labour force rose from 
17 |)er cent in tflHI to 5:^ per cent in 1990. Nearly per cent of 
sintjle inothers are also in the workforce. More relev<mt, perhaps, 
is that AW |)er cent of all w^omen cuid 4 1 per cent of all men in the 
lal)our force have de[)endent children. Nearly 59 \)vx cent of 
employed nuirried women have de|)endent children. It is impor 
IcUil to emphcisise that ()2 |)er cent of em|)l()ycd married men also 
have children. Of these parents in the labour force. 17 per cent of 
men and 1!^ per cent of women have children under four (AliS 
Labour Forrr lf)f)0). 

Onlv |)er cent of two parent families with children conform 
to the trculitional imai^e of husbands beint; the sole breadwinner 
and wives remainini^ at home perloriniiu! most of the domestic 
tasks and caring tor children cUid other de[)endetit relcitives. 
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Figure 4; PaMlcipation rate of men and 
women by age over two decades^ 




15-19 20-24 25-34 35-44 45-54 55-59 60-64 65+ 
▼1990 Womei^ •1980 Women 11970 Women 

V1990 Men O1980 Men 01970 Men 
* Includes both full- and part-time workers 

Source: AIFS Family indlcatom Project based on The Lat>our Force. Australia (Cat. No.6203.0) 
Australian Bureau of Statistics 

WoiHcn UiWv icikrii <\ r)9 pvr win s\unv of [Uv KT) million jobs 
rrt'ated sinvv (jrowth luis hvvn c'onc*c'nlr<ilc'(] ni<iinly in the 

scwicc iiuluslrit'S vvlic^ro wonuui t'niploycH's doniinatt', Wonu'n 
coinprist' tin* majority of vvorl<('rs in sonu' industries: (if) pvr cent 
in community ser\Mees. S7 per eent in reercMtion, personnel <ind 
'^ther sers'iees i\\u\ 50 per eent in finance, property and t)usiness 
services. Women make up per eent of ttiose employed in ttie 
retail sector (Department of I'jiiployment, Kdue<\ti()n <uid 'IVaining, 
Wornrfi (UhI Work !!)!)()). 

Heint* in ttie workforce can tiave a different m(\jniiH^ for men 
i .ul women. For ex<wnple. (iO per cent of <ill fenuile employees <\re 
employed full tiiiu» compared with \)2 per cent of male employees. 
Women account lor 77 per ( cut of \\\v p<irt time workforce with 
married women comprisiniJ f).^) per cent of all [)<\rt time (Miiplovees 
(WofjH fi (UhI Work !!)!)()). 

A desire lor improved material standards douhtlcvss contributes 
to the wish for .iddilional income in families where botti parents 
work. Kisiiifi housing costs and interest r<ites combiiuul witti ttie 
costs of raisiiii; children <ire an added impetus for women to enter 
the workforce. Medi<\n liouse |)ric*es in Melbourne rose irom 
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$25 500 in 1!)74 to $132 000 in i;)80 (DeparlnuMil of Properly and 
Smiccs 108;)). BelW(H*n li)8(>-88. niorttjatje payments as a per- 
centage' of mean weekly income reached 24.8 per cent compared 
witli 0,5 per cent in 10li8 72 (AHS Housinii Surocy 1088). 

A middle income family can he expected to spend a minimum 
of $50.24 a week carint; for an eitjht-yearold cliild, exeludinij 
liousint;. transport, scliool fees <\nd nu»dical or dental expenses 
(McDonald 1000). 

Hii^li divorce rates have contrit)Uted to tlie increase in sole- 
parent families. In 198;) tliere were 41:^83 divorces involviiii» 
43317 dependent children (ABS l)iv(/rces 1000). Single-parent 
families constituted almost 15 per cent of all families witfi 
dependent children in 1000 compared with 0 per cent in 1074. 
More than 00 |)er cent of single parent families are headed hy 
motliers. Sole parents wlio have relied on [)ensions for itK*ome are 
l)eini» encouraged to join training and educ*ation programs to 
improve Itieir employment |)rospects. 

Accompanyint; tfiese demographic sfiifts are chaiiLjes \n atti 
ludes ahout work and family life. For most p(M)ple, men and 
women, the primarv' reason and reward for workint; is ec*onomir 
to provide a i^ood standard of tivint; and financial security, 
K(*onomic considerations arc^ not, how(»ver, the only motivation. 
Work also provides a svusc of acc*omplistiment. enhances sc^lf 
esteem atul independence and increases personal satisfaction 
(Clemin^er 1 080. VVoleott 1080, Voyd.wioff 1087). 

Keeent studies exaininiiiij the ehanL}int» attitudes of women 
towards marriage, family and work sut>t>est that tlu^ |)roportion of 
women who consider a i*areer important as well as motherh.ood 
has increcised ((;ie/er 1084, (Memintjer 108(i). (Hexer (1084) com 
pared wonuMi's responses in 1071 and 1081 to (juc^stions aixjut 
work and fanuty life. The percentai^e of married women who 
agreed ttiat. 'whatever rareer a womati mav have, motherhood is 
still her most important role* decreased from 78 per cent to 1(i per 
cent. Onlv 17 per cent of men and l(i \)vr cent of women in the 
Institute's Tamilv Konnation Study 1000 agreed tint a 'hush.uid's 
jol) is to (Sim monev and a wife's joh is to look after the house' 
Kilezer 1001). 

Another indication of women's desire to |)ursue c areers is their 
inereasint; involvement in hii^luT educ ation and trainint;; women 
hold 27 per ecMit of decrees in administration. 24 oer cent of law 
decrees and 32 per cent of depjees in medic iiK'. science and 
computini* [Labour Force Slalus (iful lulucdHofidl Attaififfirfil, 
ABS 1080). 

During tin* past decade, the Australian work and economic 
environment has also .iltered rapidlv. (ilohal shifts in trade* .iik! 
international compc^tition have focused c()r|)orate encTtjies on 
redncint; costs and improving productivity. TIk* recession in 1!)0() 
led to 'downsi/iUfV or retrenchment across industries and husi 
nc'sses small and t.iri^cv Award restructuring, nuiiti skillinH and 
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rnltTprisr-basecl l)art{ainiia; art' sonu* of (lie straloijies beiiii^ 
c*()ii.sicltTtHl to incT(»as(» fk'xil)ilily in work orf^anisatioti ami 
nianaijonuMit (I)e[)arlnu'nt of Industrial RtJiatioiis 1988, liusiiit\ss 
Council of Australia 1989, ACTU/TDC 1987). 

Tt'chnolotjic'al advancement accompanied l)y a stiift \u fjrowtti 
from manufacturiUL; to ttie service industries tias cluuii»ed the 
mixture of skills and labour force reciuirenunits, Ttie greatest 
growth in nc»w jobs in the period 1982 90 has l)een in finance*, 
property and business servici\s, recreational, personal and othtir 
services and community si^rvices. 

There* has been concern about the projected decrease in ttie 
number of potential workers in the next decades. Decreasc»d 
fertility rates (2.f)S in 1971 C()m[)ared witti K89 in 1988) and an 
at^eitit> population (24 per ccMit of the population was ai»ed 50+ in 
198f)) will likc»ly result in a shortatje of young entrants to the 
workforce (Maas 1990). 

Ttie Sex Discrimination Act (1984) and ttie Affirmative Action 
Act (198()) liave forc:ed eni[)loyers to examine policies and prac- 
tices that promote or hinder women's em[)loyment opportunitic\s. 
Tin* Australian Cjovernnient's rcH'cnt ratification of the lntt»r 
national hat)our Ori^ani-sation Convention bSG will t)e seen as 
anothc^r move* to i'ncourat»(» employers to assist women and men 
in balanciiif^ dual roles as employee and family carer. 

Changes in ttic* structure and nature of work and family environ 
nients underscori' \\\v luH'd to re i*valuat(» policic^s t)ased on 
outdated assumptions at)out workforce* participation and familv 
life. 

Wtiere both parents or a single parent is eniploycMl, ttie rcM'ipro 
cal (effects on work and family dt^peiid ot^ tiow emplo>'ees, 
emplos'ers and ttie coninuinity develop strategies to eiial)le work 
ers witti family responsibilitic^s to nuH't ttie oftcMi conflicting 
demands of t)otti roles. 

Workers also tiave res|)()iisit)ilities for family iiuMiib(»rs oilier 
ttiaii ctiildren. The ageing of our population means ttiat men and 
women in their \i\{v 4()s and earl\' SOs, most of wtioni will l)e 
working, iiwa' tiave to provide^ c*are for elderly parents. Approxi 
malely 122 000 people in the labour force are also ttie main carers 
for a severel\' tiandicapped |)erson in ttieir own tionie lABS. 
i\uvrs of the U(if}(/ic(j/)/)C(/ at Home IfJSS). Many ottiers tiav<' 
ageing |)areiits wtiose needs are less extrcMne but who will r(4y to 
some extent on assistanc v frotii ttieir middle aged offspring. 

Work and familv roles tiave been viewed as complenientary 
sptieres ttie world of paid employment for men and home 
duties for vvohumi. The workplace', Kapoport atul Kapoporl (197()) 
nl)served. tias been structured as ttiougti workers did not tiav(» 
families or, if ttiev did, that there was a spouse at tioiiie to take 
care of all domestic taj:ks. In the past, and pertiaps stil! todav, 
single people would have been expected to have a niottier at 
liome or to li\'e sonu^where like a boarding tiouse that provided 
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basic domestic* services. 

This noslali^ic 'myth of llie separate worlds of work and fatiiily 
life' (Kanler 1977), where tlie res[)onsibiliti(^s and activities of one 
are assumed not to interfere with the otlier, has becotne more 
tlifficult to maintain. As Kriedman and Gray (1989) a[)tly state, 1l 
is no longer possil)le for workers to leave their [)ersonal problems 
at home, as cotTipany cultures dictate, because someone is rarely 
home to solve them/ 

Balancing Acts 

Alleniptini^ to t^alance work and family life under conlem[)orary 
conditions ap[)ears to produce inevital)le stress and conflict, as 
reported in studies t)f eni[)U)yees in a variety of work settings 
(Pleck 19H5. Jaeckel 1980. Galinsky, Hughes and Shinn 1986. 
V/olcott 1986, Pleck, Staines and Ung 1980. General Mills 1981 ). 
These studies generally report that about one-third to one-fialf of 
workers experietice conflict t)etween work and family roles. 

Finding tiine to t)e together as a family and attend to family 
matters arc the tiiain prol)lenis identified. Kamilies face difficul 
ties in locating and obtaining child care, coordinating work 
schedules with scliool and community services and meshing 
work hours witli family activities (Gahnsky and Stein U:I90 Chris- 
tensen and Staines 1990, Ochiltree and Kdgar 1991). 

Common underlying causes of stress are excessive work hours, 
rigid work schedules and tfie 'spillover* of fatigue, [)reoccupation 
and irritability frt)m work to the family ((iaiinsky I98(), Kckenrode 
and Cjore 1990), Boring routine t)lue collar jobs as well as 
demanding, at)sorl)ing [professional careers liave t)een found to 
generate tension in family life (f^otrkowski and Katz 198!^). 

Nearly 40 per cent of men and women in doul)le income 
families in one Institute study (Wi.I'*ott 1986) said their work had 
a negative effect on family life. The reasons most often given were 
associated with long, extended or inconvenient tiours and inflexi- 
t)le wH)rk schedules that reduced the amount of time and energy 
they had to give to their families. These findings are confirmed in 
llie Institute's recent I'amily l-'ormation Study ((jlezer 1991), which 
found that \\[) [)er cent t)f parents, fathers and mothers, often did 
not have the energy to be a good parent wfien they returned hoine 
from work. 

Different stages of family life havc^ a bearing c)n levels of str(\ss 
and the at)ility to cope with dual roles whether tluTc are 
preschoolers or teenagers, if there are elderly parents to care for 
and the overall economic status of the family. Children and other 
dependents consume time and energy. Tfiose with t)etter financial 
resources may f)e able to purcfiase goods and services to reduce 
some of the burden (Voydanoff and Kelly 1!)84). 

Tfic structure of tlie work[)lace tlie amount of control and 
aulotiomy over one's work, the attitudes of su[)ervisors, and the 
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general ex[)CHlatic)ns of c()r[)orale cultiin' - also influence' llie 
decree of slr(\ss and eonfliel ex[)erienced (lilekenrode and Gore 
1990). Job satisfaction and a moderate sense of autonomy at work 
have a [)ositive influence on family life (Voydanoff 1987). 

Levels of conflict and str(»ss caused by combining work arid 
family responsibilities liave l)een linked to the attitudes. ex[)ecta- 
tions and [)riorities of boiU [)artners (Wetliington and Kessk»r 
1989, Ver[)rut;^e 1986), and to tlie level of [)erceived and actual 
su[)[)ort in carrying out prt^ferred roles ([\)tuc[iek 1988). Wliere 
tliere is niinirnum discre[)ancy between clioice and necessity, 
women's stress is reduced. 

Since men do not usually consider working or not working a 
choice, unem[)l()ynient lias t)een assumed to affect tlieir well- 
l)eing (Kliru' and Cowan 1988). Women may feel more conflict 
and guilt over not t)eing a full-time [)arent because tfiey are 
conditioned more tfian men to feel res[)onsit)le for cliild care and 
domestic relations[ii[)s (Scott and Alwin 1989). 

Wliere fuist)ands su[)[)ort tlieir wives working and co()[)erate 
with liousehold tasks and cliild care, women experience less 
stress. Men's satisfaction witli their wives' em[)loyment, fiowever, 
a[)[)ears to de[X»nd on tlie degree to wliicli tliey feel inconveni- 
enced in excliange for increased family income (Scarr. Philli[)s 
and McCarttiev 1!)89), or tlieir sense of identity is threatened 
(Thompson and Walker 1989). 

Wcrking mothers /working fathers 

Altliough approximnttHy ecjual numbers of men and wometi in the 
labour forc*e havt* dependent cliildren and other family res[)()n 
sibilities, it is usually working mothers, not fathers, who are 
considered problematic. 

Kesearcli indicates it is women wlio contem[)late (juitting work, 
rearranging work schedules or taking time off to care for children 
and elderly parents. An Institute study of maternity leave reported 
the main reasons given by women for not returning to work after 
the t)irth of a child were the adecjuacy. cost and availability of 
child care, difficulty in finding part time* work or a desire to stay at 
home to care for their child (Cilexer 1988). According to the AbS 
survey l^'rsofis Not ifi t/n* Lalnnir Force I!)S!), the majority (^f 
women gave 'family reasons' (including a preference for looking 
after young children, not t)eing able to find suitable child care or 
caring for an ill family member) as the main reascni for not 
working. 

Difficulties in juggling work and family commitments are one 
reason why women with children prefer part lime work. Approxi 
mately 40 per cent of women are em[)loyed part time. Kew men 
appe'ar to fiave advocated tH]ual access for themselves to share in 
the care of children, the elderly and family tasks by citing a 
preference for [)art time employment. An AbS sun/ey, AltcrtHitivc 
WorlH!ii> ArnuiL^efuefits l!)H6, indicated that overall, 12 |)er cent of 
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wonuui working fiill-tiiiie com[)ared with 5 per cent of nuui 
preferred to work fewer liours. Oiie-tliird of wonieii compared 
with 1 1 per cent of men who were looking for work declared a 
preference for [)art-tinie work. Nearly two-tliirds of [)eo[)le wlio 
wished to work fewer hours were in the cliildbearing atje ran^e 
of 25 -45. 

A|)proxiniaiely 58 [)er cent of niotliers in tlie AlKS [''amily 
Formation Study (Glezer 1991) preferred part-time work compared 
Willi 15 per cent of fatliers. 

A time use [)ilot study conducted by tlie ABS in 1!)88 revealed 
that married women in paid work spent more tlian twice the 
amount of time on niencJing and caring for children, the sick and 
the disa[)led as employed married men. Some of tliis imijalatice 
can be attributed to the fact that more men than women work full- 
time and for longer hours, liowever studies tliat control for liours 
of work suggest that attitudes also influence tlie sharing of 
household tasks and child care (Pleck 1985, (Goldsmith 1988, 
Scott and Alwin 1989). 

There a[)pear tc) be, as Pleck (1985) has ol)sen/ed, 'asytunietri- 
cal boundaries' between work and fatniiy roles for meti and 
women, witli family res[)onsi[)ilities alk^wed to ititrude more on 
women's [^aid work tlian men's. A number of Atnerican studies 
(Fernandez 198()) confirm tliat women witli [preschool cliildren 
lake more workdays a year tlian nien to care for children. A 
Statistics ('anada study revealed tliat women with preschool 
children had a higher incidence of absence for [)erso[iai reasons 
than men tFaris 1989). Burden and Googins (1!)85) found that 
women em[)loyees were six times more I ikely to stay at horiu* with 
a sick child than truMi. Friednuui (1987) suggests that 'ukmi's 
absetiteeism is low because womerrs absenteeism rates are high'. 

Anotlier [)erspective is [)rovided by Murnford (1989), who exaiii- 
intnl Australian [)atterns and concluded that womcMi during their 
childl)jaring years (25 44) showed little differetice \\\ absentee- 
ism than men, a finding reflected in some of this study's 
res|)otises which itidicated similar levels of al)sence but for 
diffe^rent reasons. 

More than one-half of working mothers with preschool children 
in the Institute's Farly Childhood Study (Ochiltree and (jreeni)lal 
1991 ) usually took time off work if their child was sick com[)ared 
with 8 per cent of fathers. In the Australian Institute of Family 
Studies' Family Formation Study (ijkv.er 1991), ;^9 per cent of 
mothers and 2(\ [)(»r cent of fathers had taken some time off to care 
for sick children \\\ the 12 months before the survey. 

Why Employers Should be Concerned 

Why should eni[)loyers be concerned about the family lives of 
their eniploye(vs'.' Some of the answers can be found in the 
deniogra|)hic changes described [)reviously. Today's workforce 
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and that of the future will l)e made u[) not only of working men hut 
of workiniJ women, motliers as well as fathers, Produc:tivity and 
a)m[)etitiveness will l)e affected by the ability uf men and wometi 
to balance their roles as em[)loyees cUid carers of family meml)ers. 

As Kdgar (1989) ot)S(^rves, 'VVIu^tlier youiii^ and single, married 
and micidle-aged, every individual lias a family. That family relies 
on their care and su[)[)ort, gives tliem heaciaclies, causes f)otli 
absenteeism and positive morale, is a silent (althougli often [lol 
so silent) [)artner in employee relations.' 

Concerns al)out cliild care, sick cliildren and otiier family 
de[)endents, marital and family problems can interfc^re with 
concentration at work and increase a[)senteeism, lateness, and 
leaving early (Crouter 1984; Axel 198S; Paris 1989; Galinsky. 
Hughes and Sfiinn 1986; Fernandez 1986; Friedman 1987; Lewis 
1990). 

A survey l)y tlie C!oiiference Board of Canada (Paris 1989) foutid 
f'ual one-half ol c()m[)anies ^ittributed one-quarter or more of tlieir 
al)senteeism and stress to work and family cotiflicts. Ap[)roxi- 
mately IS [)er cent of workers, the majority women, in one United 
Slates study (Anaslas, (iiheau and Ixirson 1990) liad tnissed a 
wec^k or more of work during the year caring for elderly [)e()[)le. 

In Australia, a 1989 survey of 400 em[)loyees at BHP Port 
Kembia found a total of ii49 work days were lost due to cliild care. 
A survey of em[)loyei^s in one office of tlie Australian Taxatioti 
Office (Lewis 1990) found that a total of iYM) days were taketi off 
work due to cliildren l)eing sick. Otiier days were lost l)ecause of 
[)rol:)lems with cliild care. Of inter(\st was tliat otie third of tlie 
[)arents who took tinu' off to stay home with sick ciiildreri were* 
men. Parents, [)ot[i male and female, in this .study said tfial 
concerns al)out cliild care affected concentratioti at work and 
o[)portunities for training. 

Family res[)onsil)ilities can influence workers' <i[)ility to take on 
additional res[)onsi[)ilities, travel or transfers. One United Stales 
study of cor[)orate relocatioii [)ractices (Catalyst 198!^) re[)orled 
lliat 24 per cetit of executives refused to transfer maitilv due to <i 
wisli not to disrupt family life. Friednuni and (iray (198!)) cite the 
example of a study conducted [)y Merrill Lynch Realty th<it found 
2i\ per cent of 'first clioice' candidates in 280 coni[)anies refused 
or expressed r(4uct<ince to move [)ecause of the high cost of 
housing in a new area or concerns a[)out cliildren's adjusttiienl 
and wives' c<ireers. 

Wlien employees are [)reoccupied or a[)sent because of fatnily 
concerns, a 'ripple' effect lias [)een o[)served on co-workers' 
effectiveness and efficiency, es[)t»cia'ly in teams where work is 
dependent on each nu»m[)c*r's contril)Ution (Crouter 1984, Lewis 
1990). Almost half of a sampU' ,)f United Stat(»s university 
em[)loyees (Mi/eand Freeman 1989; claimed their work had been 
disrupted by the cliild care prol)lems of oilier workers duritig the 
past year. 
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Valued eniployoos may hv lost when workers do not return to 
work after maternity leave because adequate child care is not 
available. The retention of skilled workers can save companies 
the costs of recr'iitini? and retraining new staff, estimated in some 
cases to be 20 per cent of the annual salary of an employee. 

In addition, employers must comply with affirmative action and 
ecjual opportunity legislation that requires companies to demon- 
strate that their policies, practices and benefits are conducive to 
women's employment. 

Companies in Australia and overseas report a number of advan- 
tai^es and cost-benefits in providini} 'family-friendly' support 
services. Anion^ the benefits cited by companies are improved 
retention of skilled women employees; reduced training and 
recruitment costs wlien workers return after maternity leave; 
decreased absenteeism, coming late and leaving early; improved 
employee morale and reduced stress (Paris 1989, Berry-Lound 
1990. Council for lu]ual Opportunity in [imploymeiit 1990, Child 
Care At Work Ltd 1989). 




What Families Need 



TtuTi* ci|)|)i'ar.s to 1)1' I'DiisiMi.sii.s on wluit \u\sW .su|)[)i)rl,s woulii 
\)i\\i\nvv work ami family rivs|)o!isit)ililii's. Sluditvs of workint^ 
faniilit's most loiiinionly iniMilion more lime or fU^xit)l(^ work 
.scIumImIivs aiui leave ()|)li()ns that are job |)roleeletl as (le.sirai)le if 
the uiiex|)eelec1 aiul routine ileiManils of family life are to i)e met 
((iiMieral Mills h)Hi, Hohan and Vivero.s-I.oiif^ Hadeii ami 

[•riedman I , .laeekel (ialinskv, Hughes ami Shinn 

(llezer HWH). 

For tamilies with S'oiint* ehildriMi. etiild eare (iiieliulin^ ijifaal 
eare). after school hours ami sehool liolidas' eare are essential 
re(|uirements. Tiine off to eare for siek ehildri'n and other family 
memhers or to deal with household emeri^eneies is necessary 
(ACTU Survevs of Australian fainilies reveal that the major 

ilvof working; |)areiits use inloriiial day eare |)rovi(liHl hy relatives 
or friends, and many families jut^t^le two or more types of child 
eare each week to meet tluMr needs (Oehiltree and i-ldtJar \W\ ). 

(lood hours, weekends off. a work location elose to home and 
an eni|)loy(^r ss'inpatlietie to family eoiieerns ail help to lessen 
eonfliet between work and family responsibilities (Woleott 

The iin[)ortanee of flexibilits in work hours is c learly n^oi^nised 
l)y the International Labour Ori^anisation: 'Whatever form it takes, 
a reduc tion in hours of work is one of the best wa\'s of litjhtenini* 
the workload ol people with famil\' responsibilities' (ibO 
However, flexibilitv in job schedules cannot be consider(Hl sepa 
ratelv from the need tor people to earn an adeijuate ineonje for the 
work they do perform. 
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WluMi inottu'rs in \\\v Karly Cluldlioocl Sliuly (Ocliiltrce and 
(ircHMiblal 1 !)!)!) wvw asked to suiiiicsl anytliini^ that would make' 
it casitT for vvorkini^ mioIIkts if tlu\v liad a sic*k child, ainiosi Wnvv 
(luarlcrs iiuMilioiUHl (mIIut Ic^avt* fr()iii work, niori' undcrslaiidini?. 
support and fk\xihility from tMuployt^s and W()rk l)astHl cfuld rartv 

Government Responses 

(jovt'rnnuMits ov(»rst»as and in Australia art* playing a more sii^nifi 
cant role in assisting workers witli family responsibilities. Initia 
tives ran^e from the provision of >J(»nerous parental leavt^ and a 
wide net of social support s(»rvict\s in Sw(Hlen to tax concessions 
lo encourage i^rc^atcT sensitivity arnoui^ tMuployers in tin* Uniled 
Slates. In Australia, Ihe ^overninc^nt lias encouraged conipani(vs lo 
adopt affiruialive action policies, and lias extended assistance to 
Working families in other ways, such as subsidised child care. 

Overseas 

luiropean ^ov(»rnnuMil iniliatives, parlicularly in Scandinavian 
( ountries. in providintJ paid and unpaid niaiernity, paternity and 
parental leave, child care, and sick child care leave have \)vv\] 
lield up as the slandard hy which other countries are measured 
(Kanierman and Kahn ). SwedcMi providc\s paid parental leave 
a^ DO |)er ciMit of normal salary until the child is nine* months old; if 
laktMi pari lime, until IS months of ai^e. This lime can he divided 
l)etween tlie parents. l^U'enls willi a child under s(^ven years old 
liavt* Ihe rii^hl lo reduce lluMr w^ork hours lo six Hours, or Ihree 
(juarlers of full tinu^ wilh an acconipaiiNiiiij U^ss of waives hul 
ijuaranleed return lo a full lin\e pos'*' mi. I Ip to !)() days a year at !)() 
per cent of salarv is availa[)k» for tlie ^ (\iv ^ a siek child (Nasman 
cuid Kalkenl)er^ l!)S!)). 

Kxainples from olher Kuropean countries llial provide annual 
leave lo care for a sick child include: Auslria, one week paid; 
I'inland, four davs unpaid up lo at;e ten; (jcrmanv. five da\'s paid; 
(ire"ce, six lo leu days unpaid; Portnt^al, 'M) days paid up to ai^e 
ten; and Norwav, 'M) days paid up to at;e ten (ILO 1!)SS). 

Tlie United States has few sucli awards for family leave. How 
vvvw more flexible tax in(*ei!liv(vs are availal)le to encouratJe 
emplover initiatives in pnA'idint; dependent care luMiefits. lor 
example, under llnit ul Stales tax legislation (Section lli!) of the 
Internal Revenue Code), empl()V(Ts may participate in a depend 
enl care assistance plan Hiat allows emplovecvs to u v before lax 
dollars to purchase dependent care services for children and 
elderlv relatives. Hp to SHOOO a year of an emplovc^e's salary can 
be set aside in a tax free reiiubursement account tlial is used to 
pa\' care (^xpenses wlien reC(Mpls are suhinitt(Hl to emplovers 
(Kanierman and Kahn ( l!)S7). (\)iiipanies iiu ur onlv tlie adminis 
tralive costs inv()lved in settinm up and monitoriiii^ Ihe plan. 

A dependent can' assistance plan may be* part of a company's 
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•flexible' hcMU^fits', or 'rak'loria', |)I<uk Tluvse cwiat)it' cunplovcH's to 
i'hoose from a ran^t*, or 'iiumuT, of tax (lodiK'til)k' or taxahlc* 
l)C'iu'fils. Tliis is svvw as otu' way to overconu' tl\t' })()ssil)k' 
iiu'(|iiilic's of providini^ a htuu'fit to only k)\\v ^roup of cMiiplovrt's 
(llial is (Miipjoyrt's with yoiitif^ rhikiretO without providiiif^ oqual 
c'otnptMiscition U) otlu^r (unployces. 

KrrotnnuMuiatiotis in a report to tli.e Canaciiati Miuistr\' of 
Kmi)k)ynuMit and kiimitjration (1!)H7) called k)r adjustments to 
lalxnir eniploynient lei^islatioti to aeeotiuuodate tlu^ needs of 
workers willi fatuily responsibilities, altertnl insiiranee regulations 
to provide stiared pcirental leave benefits and to extend siekness 
l)enefits to eover workers wlio eare k)r si^k dependents, and an 
expansion of enipk)yee assistaiiee programs. 

in !!)!)(), tlie Uneniploynient hisunuiee Aet was [massed in Canada 
whieh |)rovides 2!) weeks of paid tnaternitv/parental leave for <dl 
permanent workers. I'atliers are entitled to t<ike 12 weeks of tliis 
leave. The eosis of the sehenie are shared bv the (jovernment. 
employers and etU|)lovees, wlio pay a contribution into Ihe 
scheme. The schetne also covcms nneniploytnent and sick leave 
payments lor all emploNces. Other letjis'.ation guarantees that 
women's jol)s are hekl k)r one vear of niaternity Iccivcv Federal 
emplovees are granted five years ol unpaid family IccWe with n 
relurn to a comparable job. 

In Australia 

As described earlier. Australia rahfied the Internalional b<ibonr 
( )ri{<nusalioii (ILO) ('on\'ention IT^Ii in March 1!)!)(). The Conven 
lion re(|uires ils sii^natories to promote initiatives to iinpro\'e 
conditions for workers with faniiK' obliijalions. The Sex Discriini 
nation Act \ W\ and the Affirmative Action {K(iual ( )pportunitv for 
Women) Av t WW) were introduced to hel| Women at hieve educa 
lional and Nocalional Ljoals. 

Maternity lea\'e became I'enerallv ci\'ailal)l(* k)r woin mi in per 
nianenl and continuous i()l)s. Parciitcd lea\'e provisions were 
insertoci into the Commonwealth Pul)lic SorA'ice Act l!)Hr\ and 
permaneii! part liiiie emplovinenl with pro rata benefits was inlro 
(liiced in the public setA'ice tis a discretionary ()|)tion. In !!)!)(). Ihe 
Industrial Relations Cominjssioirs dc^cision on panMilal leave 
enal)le(l lallicrs to slicire with moth.ers in r)2 weeks ol unpaid lea\'e 
alter the l)irth of a child, and to work part time up to tlu» cliild's 
second birtbdav. 

,Sc\'cral hureanc racies ha\'e been created to moiiilor and 
eiicourai^e researc li on issii(»s associated with women, work and 
lainil\'. The Women's bureau within tiie Department of Mmpios' 
menl. I'.ducalion and TnniniiL; adsises and < oordinates |)o|i( v on 
issues related to women and emplovinenl. Tlie Women's Mmplov 
inent. Ilduccjiioii and Traininii Advisorv Coinmillee monitors 
aw.ud reslrn( turini! and trainint} and pro\ ides (ommeni to tlie 
Minister lor Kiiiplovment. l-^ducalion and Trcuninij. Ttie Work <Uid 
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Fatnily Unil williin llu» DeparlnuMit of liuluslrial Kelatiotis cotisults 
witli otluT LiovernnuMit and connnunity Ijodit's on (lie tieeds of 
workc»rs witli fatnily rcsponsihiliticvs. 

The Affirtnaliv(» Action ALjcncy monitors the protjrtvss of corn 
panics in nicctin^ the kjoals set ont in trie Affirmative Action Art. 
Under tin* Act, employt^rs art* re(|nired to develop an affirmative 
action policv statement, consult with trade unions and eni[)l()vees 
about e(iual opportunity, review personnel policies and pra(*ti(*es 
to identify discrimination against women, and set affirmative 
action Ljoals. 

The Commonwealth, as of March liMH), funded ILMOOO child 
care places through the Children's Ser\'ices Pro.^ram. These 
places include family day care, community centre based loni? day 
care, occasional c are and outside st^hool hours and vacation 
carc\ Non profit or^anisations such as schools, churches and 
education institutions provide additional places and other centres 
are ()[)erated on ,\ commercicd basis. 

The (jovernrnent's 11)1)0 National Child Care Stratetjs' commit 
merit to [)r()vide another .'^OOOO pla(*es hv \\YX\ li.ts hecMi extended 
to include an additional T)!) ()()() places by 1 !)!)(). h'ee relief for low 
and middle income ftimilies usiritj both ^()vernment and (*onim(»r 
rial child c are was extended ( l)ep<utrnerit of C^)nimirnitv Services 
and Health 1!)!)0). Approximatelv MOOOof the additional places 
ar(* ex[)ectc>Ci to Ix* provi(k»d bs' (Miiplo\'ers with incentives created 
under the 1!)88 Industrs' Initiative to <issist eniplovers to establish 
work based c hild care llaoui^h tax l.ieneiits. 

Employer Responses 

A wide rarikje of emploNcr benefits ,ire considcrcul 'lamilv IriendK ' 
fUid eutible workers with familv responsibilities to c<irrv out their 
du.il rolc»s more eflectr\'el\'. Thc^se b(Miefits ma\' be offered be 
cause [\\v\ iWv rcuiurred bv L;o\'(»rnnient or n(»Lioliated with irnions. 

Companies rna\' ofler altiTriati\'e W{)rk seheilules (job sha'inij. 
annual hoirrs contracls. borne workinii tc'lc'conirnutin^. compressed 
uorkdavs weeks, flexrtime. pc^rmaneiit part time with pro rata 
IxMu^lils); flexible^ l(M\'es (niaternitv. paternitw parcMit.il, sick lease 
to care loi (U^pcMidents): dependent care pro\'ision (liohdav 
eam;'s. alterscbool care, work based child care, support lor com 
niunitv child care and colder cart* cc^ntrc^s); eiiiplovee .issistaiK c 
proLiranis (information and rel(»rral on selectiru^ child or elder 
care, sernrnars on lamilv lilc\ laiiiilN" counsellini'j; relocation 
assistance (l'ric»dmaii 1!)SV, VVolcott IIIHV. Herrv bound l!)!H)). 

Overse€is 

In terms ol corporate res|)onses to laniil\ responsibilitres. the 
I'liited Stales is considered a pa.cesetler. Major Ainc»ricaii com 
panies. wrih the critic. d induceirKMil ol tax benefits, have provided 
direct or riidire( I subsidies lor child ( are in the* lomi ol inlornia 
lion and relerial ser\'ices. contributions to ( oinrnunitv child ( .ire 
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cenlrt^s ami t^slablishtnetU of oii-silt* ctinlres. sick c:hild c:art» 
cvnlrt's, and vacation canu)S (Kricilniati 1!J87; l^aris 1989; 
Kaniniennan and Kalm 1987, Cjraddick, Bassnian and Giordatio 
1990). 

Of the estimated 4:^00 American c:i)tn[)anics involved in cliild 
care initiatives, lOOl) [)ri)vide infortnalion and refi^rral services lo 
assist eni[)lc)yees to find and assess cliild care; 2000 offer llie 
Dependent Care Assistance [Man. whicli allows the deduction of 
up tc) $5000 from an eni[)loyee's taxal)ie income t') pay for 
dependent care as a non-taxable emplover fringe l)enefit; and 
1200 provitie '\ child c are c entre on site or nearby (800 of which 
are connected to hospitals) (Kric^dnian and Clray 1989). 

Aw incrctisin^lv [)o[)nlcir form of child care assistance in tlie 
United States is soptiisticated. coni|)uterised systems for workers 
to tnatcti ttieir cliilil carc» neeils witli available conimunily 
resources. Some com[)auii's, individually or jointly, will liire 
someone, or contract a consulting; firm, to c()m[)ile a list of 
services, scree n ttienj. inti'rvii'w employees about their neeiis arid 
evcMi handle [)aretit complaints (HailcMi and Friedman 1981). Timi^ 
Wartier ltu\, for exam|)le. has a lontract with The Child Care 
Solution, a natiotiwide rc»sourc"e and referral centre, which |)ro- 
vides a toll free number, counsc'llint}. [)arc!ntini5 workshops, and 
infori iation about tax deductions. 

Alsf^ with the assistance' of tax deihictiotis. a number of lartje 
employers offer leave to care for elderlv atul ill relatives (Time 
W'«rner l!)f)()K Other companies such as American TeU»[)hone and 
Telei^raph and IBM offer a computeriscul referral and assist<mci* 
seivice that helps einploviu^s to find cnmmunit\' care and services 
for Iheir elderly parents anuvhere in the countrw anti to ktH'p in 
t'Kich with these services (Paris 1989; Neales. Fiacuuidl Kevicn\ 
7 November 1989). 

Individual i ompciiiics in the I Inited States h<n'e provided finan 
cial or tcH hnii al assistance* to establish or expand child ( axv 
centres in tluMr communities. Contributions include ijrants for 
capital expenses. administrativi\ U^i^al and aicountini; assistance 
donations of books, tovs atul furniture, and fundini; for Irainint; 
and education courses lor c cjtcrs (B<idcMi and Kriedm<\n 1!)81 , Pali 
1!)91). 

Several American i ()mi)ani('S pro\'ide child care tor mildl\ ill 
children eittuT at spiu ially staffed child care centres or with 
carei»i\'ers who < ome to the honu' ( IVedericks. Hardinan. Morijan 
and Kodi.;ers ID^'O). The costs of these services mav be paid 
entirelv bv the employer or shared by the emplovee and cMuployer. 
Tax deductions mav a|)|)lv in some cases. 

Lunchtime seminars on manai.;irui dual careiTS. parenting 
education or evaluatinL» child care facilities are popular. Time 
Warner's l!)!o series ol work and famih' workshops include 
st^ssions on: 'VM\vx care: where to find what von tUHHl'. 'Tlie 
tciMiage years: what does it mean'. 'Dealini^ with atitjer yours 
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and your c'hikl\s\ 'f^artMiliiiK in tlio 9()'s: sle|) |)arent/l)len(lrd 
families'. 'Prctjnancy after and 'Staying in cliarge of your kids 
wlien vou only liave 15 minutes', anioUK others (Time Wariu*r 
191)0)/ 

Kin|)loy(^e assistance and eounsellitiL; programs provide 
referrals and sometinu^s initial paid visits to community services 
that can assist empkm^es witli alcohol, drui^ and marital or family 
prohlems (Axel 1!)8S). 

TUv diffc^rent ncH'ds of (Miiployees at various stai^es of tlieir lives 
are U\kvn into aci'ount wIumi [.uovidin^ benefits. Additional vaca 
lion time may he of more usi^ at one staije w^hereas child care, 
healtli itisurance or c^xtra pension henefits may he more useful at 
anotfu^r time. To cwisure companies do not offer just the least 
ex|)ensive packages, there are some safeguards that rcH)uire 
(Mii|)|()yers to ofk^r. and employees to select, a minimum of 
statutory henefits to t;uaranU'e the viahility of certain l)eiiefits, 
such as tu^alth insurance. 

It is esscMitial to rememher that the American 'cor|)orate welf.ire 
svsl(4n* referrinl to hy Kamerman and Kahn (1987) would collapse* 
without extensive* tax policies or sui^^sidies. And tliese fore.t;otu* 
ttix r(*venues are in themselves a form of government support of 
(*in|)loyer services. As more em|)loyecvs take* advantage of cic*pc*ndcnt 
car(» tax o|)tions. tin* llnitcnl Stares* ('onijress has c*xprc*ssed conec*rn 
about the amount of k)r^ojie tax income to tin* Cjovernnu*nt. 

.laeckel (1!)8()) (k*scril)es a system introduced in West Clermauy 
that is believed to res|)ond to tlie fanuly needs of workers. While 
consid(*rinL; the tu*eds of tin* husiru*ss to meet |)roductivity 
demands, an 'indiviilual workini; t'nu** selu*dule .illows all 
em|)loyees to d 'cidi* in advance* the average number of liours per 
month thev will work. During c*ertain |)eak (^r slack times, liours 
may be adjusted but salaries r(*main even. 

[British surve\'s (IJerrv bound !!)!)()) concluded thcit few em|)lov 
ers were |)rovidint; em|)lovees with any form of child cart* or other 
de|)endent care assistance*, but usc*d v.iriously defiiu*d s|)ecial 
leave* as the me<uis lo these* c*Mds. A fc*w C()ni|).Miic*s wc*rc* (*x|)eri 
mention with 'car(*(*r br(*ak' sclu*m(*s. variations on extc*nck*d 
malernit\'or |)ar(*ntcil k*av(* (Ua|)o|)ort <ind Moss 1989). 

In Australia 

In contrast to the United Statc*s wtu*re lu*altti and medical insur 
ance subsidi(*s are consider(*d the most (U*sirabl(* comp.wiy b(Mi 
elit. basic lu*alth and welfare su|)|)orts such as medical insur<ince 
and un(*mployment b(*tu*fits are |)art of tlu* i^enoral watjc* and 
insurance |)ro\'ision in Australia, f^ud tiolidays. sick k*av(* and 
vacations nrv also includ(*d in most Austr<ilian awards for p(*rm(i 
nent workers, .ij^ain in contrast to tlu^ Uiiit(*d Sii^vs \vtu*r(* tti.- 
average \acation is two wc*(*ks after oiu* year's employnu*nt. 

Overall. !)7 |)er c(*nt of iiu*n and women working full time 
rc*( c*iv(*cl .s(nne (*m|)loynu*nt r(*latc*d l)(*n(*fits comi)are(l with 5.'^ pc*r 
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cv\]{ of |)art tinH' eni|)l()ytH's. Twv main bcMiefits for full-tinu' 
workers were sick leave and annual leave (91 per eent). lu^wer 
|)art-tinie workers received these l)enefits C^O |)er cent). Less tliati 
one per cent of ern|)lovees received cliild care/educatioti 
ex|)etises a., a benefit (ABS EtuphymcfU lictwfits Since 
women C()ni|)risc 77 per cent of tlie [)art-tinie workforce, tliey are 
less likely to receive l)enefits. 

One survey of em|)loyment advertisements in a daily Sydney 
newspaper (Kussell 1990) re[)orted that per cent of tlie ads 
iiientioned em|)l()yee benefits, but none mentioned family orietitcHi 
benefits sucli as cliild care, flexible workinj^ liours or |)aid 
|)arental leave, 

A survey of 100 larije Australian com|)anies l)y tlie CouucmI for 
K(|ual Opportunilv in Km[)lovment (funded [)y the Confederation 
of Australian Industries and tlie liusiness C\)uncil of Australia) 
indicated tliat a number of com[)anies, including lionlac. West 
pac Banking btd. and tlie (\)nimonwealtli Banking C\)r|)oration. 
had coiulucterl eni|)lovee surveys on equal o|)|)ortunity issues. 
Several banks were ex|)lorinii career breaks, reduced liours, and 
skill niaintenatice seliemes to encourage women to return to work 
after maternity leave. Tlie ANZ bank has |)roduced a Child i^nv 
(iful Conuniniity Rcsi)Utrcs booklet for Its staff (Council for Kqual 
()p[)ortunity iti Kni|)lovnient 19i)()K 

Otiier ()[)tio!is available lo em|)lovers include establisliin^ joint 
(*hikl care centres with other nearby com|)anies. KSSO/Lend Lease 
in Sydney is one exani[)le of a joint child care fac'ilitv, A consor 
tium of four Melbourne finance (•om|)anies joined to^etlier to offer 
a school lu)liilay |)rn^rani for tlieir emplovees at a |)rim.Mv school 
(Affirmative Action Agency 19i)l ), Some businesses aw usiiitj the 
services of consultants to iletermine wlietlier or not to set u|) their 
own cliiki care centre (Neales, h\fiancial Hrriru\ 7 November 
1!)H!)). 

As mentioned earlier, the Commonwealth (loverunieiit's Nalion.d 
(*liild Care Stratei!\' provides in(*enti\'es to encouraije mduslr\' to 
invest in tlie |)rovision of child care for em|)loyees ( l)e|),irlmenl of 
(*omnuimlv Sen^'ices ami Health 1990). Cliild care or |)laces 
secured for em|)l()\ees in centres under the Children's Ser\'ices 
I'roLirarii and in private cliiltl care centres are exem|)led from the 
friiiije benefits lax. 

Ciuler this initiati\'e, em|)lo\'ers are retjuired to |)rovide Ihi' 
capital lo construct Ihe f.icilitw but contributions towards the 
o|)er<Uini; costs ,\re tax deductible as normal t)usiness ex|)enscs 
anti ih'preci.itioii deductions .i|)pl\' for the building and etjuip 
nuMit, The |)ro|)nrtion of the total o|)eratinL; cost is ex|)e( ti'tl to be 
shared in tlu^ following; wav: parents i:^ |)i'r cent. Commonwealth 
2 \ |)er cent (in the form of fee relief), ami em|)lovers 'A'A |)er cent. 
Tax eoiicessinns avail.jbU' to em|)lo\'ers are expected lo reduce 
their contributions to about 20 per cent of the full cc^sl (l)e[).ir( 
inent of Coiiinuinilv Servic es and f le<dth I !)!)()). 
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Tlu* .11111 of l[iis (lUcilil.ilivc slu(l\' Wds to cxplnre wIu'IIkt Ww 
c'oiHKH'tioiis l)t'lv\rcn f.iniilv .uul work life \<vxv idcMilifitnl ds 
coiic eriis Ia' (Mn|)l()yers atui to cisccrtain [luw llu'\' responded to 
associaUnl issues, fiiiinaii resource cUid personnel niana^c^rs 
•were (lueslioned in semi slruelured inler\'iews to explore liow (lie 
eor|)orcile res|)onse to work and f<iniiK issues Wcis influenced !)>' 
liie c()r|)()rcile edios. tlie way tliev l)elieved eonipcWiies sliould 
function <uid tlieir ein|)lovees l)e[i<i\'e. 

Tlie slud\- iK'Ljan t)\' asking eni|)lovers to indiccUe wliicli general 
einplovee issues were current or |)otenticd cotieerns. Tins more 
tjenoral discussion was ex|)anded to determine if a rani^e of 
prol)leiiis. l)otli tliose identified and additioUcil concerns, were 
due to eni|)lov(^es' famiK' res[K)nsilMlities. 

Employee Issues 

In mid to late \'M) when this sur\'ev took |)lace. tlie AustralicUi 
ecotiotnv was suffering a m.uked downturn. Tliis was reflected in 
a dec eiertitiiiLj r<ite of emplovment t^rowtli. |)<\rtic ularlv in the 
|)ri\ate sector, and increasing unemplo\'ment. In Mav )ol) 
vacaiK ies in tlie |)ri\'ate sector were down 'A7 per cent and in the 
pui)lic sector IT) per cent (ompared with the previous vear. 
l'ii«Mi ;)l()ynuMit wds at 7 [)er cent of the lahour force (Blatidy 

During \^iis vear the fiucincia! patjes of the metropolitan news 
papers le»itured hea(llln(^s announcing; retrenchments in white 
and ijlue coiNir jol;s in firms and factories across the nation. 
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Kniployers in sonu^ industrios altcniplod to rt'tu'gotiato c'tiiploy 
iiUMit costs and btMicfils to prevent retrenchments or the business 
closing down. I'lelctier Jones, a clolhini^ iiianufaclnrtM", secuired 
Hi) a^r(*etntMil with If^O workers to give up four days every month 
for one year (The Aiistniluiu, 4 January \\)\)\)\ I'ord Motor stied 
2200 workers and Nissan 500 (7V/(M.i>r, (i, l(i hehriiary ) while* 
partners in the accounting firni of (\)op(Ts ^ byhrand voted 
tfietnselves a $2000 a month salar\' cut (Tlw Sunday Aiii\ 
22 Sepletiiher !!)!)()). Shops along suburban stretis and arcades 
sprouttnl I'or Lease and Vox Sale signs, indicating that smaller 
business(»s were also in difficulty, 

Tlie sense of foreboding was reflected in tlu» answers to (|ues 
tions in the study about the critical employee issut»s confroiiting 
eac ti company. A|)proximately one half of the companicvs rectMitly 
had, or were in tin* process of, retrencfiing staff. Overseas compe 
tilioti, technological change and K ^*reas(Ml demand for products 
were tin* main reasons given. As one rtvspondent said, 1f you c^ati'l 
sell products, there won't be any jobs * 

Award restructuring, defined by the department of Kmploy 
ment, Kducation and Training ( I !);)()) as *tlu» updating of awards to 
devel()|) skill related career paths, improved work environments 
and flexibilitv in enterprises*, was mentioned by one third of 
c()m|)anies as taking u|) considerable time aiid energy. 

I'or tnost res|)on(lents, award rt^structuring was referred to in 
terms of streamlining and retraining workers with the iiitroductioti 
ot new technology or for tt;e develo|)!ncMit of skills and initiative. 
'Australia has to |)ay its way in the world, change* the way it works, 
cti.uige the ordering |)ro{'i*ss of the organisation to one b.ised on 
merit,' s.iid one natural resources com[)any. 

In several instances, if award restructuring were to.illow part 
time work, this was seen as the wav to enable women to meet 
work and family res|)onsil)ilities. "Part time work could be extend 
(*d if the union would allow it.' said a commuiiications coiiipanv. 

Concerns about recruitment, retention and absenteeism 

Less llian one half ol the em|)lovers suiA'cved were ex|)eriencing 
serious |)roi.lems in tinman resource areas sn( ti as rc( rnilnienL 
relention, absenteeism or stress. Ne\'ertheless, these issues were 
h.i\'ing some eflect on most coin|)anies. 

■yV/f ////<» L>()()(Ifi(\ss. lie IniiH* a rcn- hiL^h rc/cii/io/i 
f(/l(\' (busiiu\ss) 

In a light economv. overall recruilnieiU was not a prohliMii. but 
ac(|uiriiu» skilled workers, especi.illv m scientilic and lechnic.d 
cireas. was ,i ( oik crn for more than one (luarter ol the Australian 
com|)anies interviewed 

.Vo prohlc/n f(U fuiliHLi of rnamfduii/iLf i^(*!ur(il Ici'cl 
std/// liicitural resources) 
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'More //idfi ciiou^/i people apply for jobs' 
(hospitality) 

'Kcopinii skilled loorkcrs lohew frainiriM invcstnients 
ore ni(Hl(\ particularly loofucn. is irnporUjnt.' 
(Inisintvss) 

'Muifitaiainii (he supply of scientific and technical 
iuorkors is (he critical issue,' (natural rcvsoiirt't's) 

Sc^vcral natural rosourcc^ t*()in[)atii('s sponsorcMl rduraliotial 
proijratns in schools and offiTtnl sctiolarships to universities to 
tMicouraLje youtu; women ami men lo enter seienee ami inalhs 
ciisei|)lines. The laek of basic skills amon.i^ those entering; the 
workforce was mentioned by several com[)anies. 

'UpsUillinii throuiih trainins> and restnn turins^ of Jobs 
is on the a^endcr' (public* sector) 

Turnover ami retenlion were said lo he of some concern for 
one third of coin[)anit\s, alttioukjh Ihe reasons ^iven were different 
for award ami nianatjenuMit levcds and hv induslty sector. l-'or 
exam|)le. one husitiess firm indicaled a hit;h turnover in saUvs staff 
wfio were youiif^er and withoul family res[)onsil)ililies, who k»ft lo 
[)ursue other careers or to work for t)ther employers. 

'We train them so well ihev can conunnnd hifiher 
sahnies elseniiere/ 

Turnover was also considered a natural aspecl of soim^ sectors. 

7/.S' fxirt of Ihe nature of the hospiudit\' indnsln\ 
voufiLi workers come and 1*0: there is a Unk of 
lovaltv and cofnrfutment/ 

In another coiilexl, one res[)omkMil noltui, 'i'rol^ahly <i good 
lliini^ in these limes. ' 

KecruilincnI. retiMition or n»locatin.t^ |)rol(\ssional sttiff <il r'Miiole 
h)calions w<is a serious |)rol)leni for nearly all Ihe natural resource 
c< )mpanies. 

Absenteeism in iieneral Wcis delined <is .i moderate to minor 
problem lor more than one diird ol companies, but onl\' at Ihe 
shop or [actor\' Moor level. 

'Ahsent(U'isfn is (/nite hii^h at the nnslalled level: 
( natural resources ) 

\'\ lea suffer from the siclne svndrofne/ (numulac 
luring) 

^S7(/v/^^s (ue a problem in the lower nuiks.' (public 
service) 

Wldfuji^efs hardiv eeer take sick (kivs.' (manuhiclur 
hig) 
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\x\\v\n)\ Vi\\\y or coniin^ late to work was a minor |)r()bleni for a 
few fotn|)anies, atjain only at non nianaj^rrial leve^ls. 

Several managers indieated that job dissatisfartion was related 
to |)()()r tnanatjenient style. Tlie way jobs were or^atiised 
and |)erforiiiance was reviewed was assoeiated with levels of 
al)senti'eisni. 

'Wc Ihuh* to iffipronc tlic people skills of nuuuiiic 
nun It to create better Job scitisfaction for staff.' 
(retail) 

S(^'eral sludic^s of absi'nteeisni at work liave noted that it occurs 
more tre(|uently in jobs tliat liave lower status and less autonomy 
(Krieijler. Robertson, Tuisi Tliese jobs cilso have less 

discretionary time tl)at can l)e tciken away fron) tl)e work|)lace 
whicli does not have to l)e fornially accoutitcuf for. Profession^ds 
and managers can fre(|uently absorl) |)ersonal time off for car 
re|)airs, ortjanisinij social life and medical visits. Not all tele|)lione 
calls i[i cotnpany time reflect tlie 'li o'clock call home to clieck on 
cliildren' svndrome. 

Stress wMs a concern a! manatjemenl level in four companies 
wliere |)rofessiotial staff were under |)ressure to work extensive 
liours, come in early, leave late, takc^ work liome or wliere staff 
were 'oti call* around llie clock to deal willi |)rol)lems. At tlie 
factor\' level, niijlit sliilt work was tlioULjht to cause inarilal 
problems. 

'NiLifit slii/t puts (I lot of stress on nuinidiies.^ (com 
munity services) 

Tliese concerns are echoed in DS studies where matcliinti Ihe 
skills re(|uired in induslrv and commerce lo llie available or future 
l.ibour force lias |)rom|)ted investment in hitjlier educ-ation and 
on llie job Irainini; (C'onference Roard l!)H!). (iraddick. Hassman 
and (liordano !!)!)()). A recent ( aiiadian sludv (Paris 1!)H!)) of i^TS 
com|)aiiies sluM'ed tliat coni|)anies were ex|)eriencin^ minor 
|)rol)lems Willi recruilmeiil (M |)er cent), retention [\\\ |)er cent), 
absenleeism ['M\ p(T cent), stress (1!) [ler cent), and morale 
(^IH |)er cent). 

Making the Connection Between Work 
and Family 

A main objec-lis'e ot this stud\' was lo delerinine wliellier com 
|)anies were awaie ol aiiv relationsliip between emplovees with 
familv responsibilities and issues such as releiilion. absenteeism. 
rc»lo( .ilion and produclis itv. 

l*m|)|o\'ers were asked wlietlier the familv res|)onsibililies ol 
emplovees interlercul willi proiiiictivilv <iii(l were associated with 
an\' ol llieir luiman resource |)roblems WInle tew companies liad 
conducted aiiv in de|)lli anal\'sis ot the needs ol workers with 
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faniily responsibilities, one lliird (M) of llie coni|)aiiies liad 
ret'entlv eoiidiKleci suiveys or infornially consulted k!rou|>s of 
employees a1)out cliild care needs or tlieir use of cliild care 
seivices. 

How sensitive senior managers are to the influence of faniily 
life on work lias been questioned. Human resource manakiers in 
one American study (General Mills IDHl) coiisjsteiitly under 
estimated tlie im|)()rtaiice of family considerations in em|)loyees' 
decisions, particularly men. on working overtime, accepting 
ijrealer res|)()nsjl)ility and willingness to travel and relocate. 

()[ tliose interviewed in tills study. a|)|)roximately 45 |)er cent 
(17) of companies ciid not helieve family res|)onsil)jlities had anv 
effect on the workplace while five com|)anies did not have any 
idea whether they did or not. 

'Fdttiilirs (h not fviilly interfere ivith productivity,^ 
(manufacturini;) 

'l)on't ktH)n\ not nninv staff arc rnnrried or luirc 
fd/nilics, its a yontii> staff niosdv in tficir 2()s/ 
(l)usitiess) 

'Not sure if family coticcrtis intn fcrv iritli prodm tiv 
itv: we'll he doinii a survey on child care.' (natural 
resources) 

I)cs|)ite this Ljcneral down|)la\'ini' or lack of .iwateness ot 
tamilv, Ki per cent (IH) of ri'S|)()ni1enls IhouLjht familv lite had 
some elfecl on productivity hut in vatvintj t1eL}recs. 

WIfect it to some extent, hut hard to (/nantilv/ (iiatu 
r<d resources) 

'Note and (liiain. hat it's not a f)n}hlefn/ (retail) 

'O/ (Oiirse people take time off lor fatnilx reasons, 
hut It is not an issue, it is coped ivith/ (h()S|)jtality) 

In several castvs. (amilv concerns weri' well ri'ioLjnised: 

'Most delinitelv intedered ivith pnxliictivitv man 
tal pn)hlems and prohlems iviili hids that conn* to 
lii>ht II h(*fi vou have to r'o nuinsellinu^ ahoiit poof 
jol) perhnttiatice . (manulacturiuL}) 

When laniiK lonc cms were acknowli'dt^i'd. it was usually 
connei led with women's worktorce parlit ipalion. 

'Teople matunie unnind tliini\s. although uoffiefi 
have a dilliciilt time.' (insurance) 

\\o doiiht ahoiit It. Idf/iilies ailed ptodm tii it\ 
ansenfeeisfi! hecdiise ol laniily piohletns, fiiaifilv 
u ottieti ' ipuhlic sector) 
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'Mainly ilhuuc!} in clerical positions hare (Jifficulfics 
uuih fan lily rcsponsihilidcs: clerical staff arc almays 
askinL} to ivork flexitime,' (business) 

Absenteeism 

AI)stMiltHMsni was \Ue area of produclivily inosi affected l)y family 
coiieeriis. i)eiiij^ nieiilioiied i)v almost one tliird of the companies 
interviewed (12). One company in liie pui)lishinL5 sector found 
Itial three davs a year on average were lost per parent because of 
family reasons. 

Wtu're family reasons were implicated, it was usually seen to l)e 
a woman's proi)lem. Around 25 ()er cent of women employees 
(|ueslioned in a child care survey in one manufac*turinj^ firru said 
thev were late to work or al)sent sometimes because of cliild carcv 

Kes|)()ndcnts W(»re clearly aware of differencey in tfie patterns of 
absenteeism between men and women. fM)r example, a textile 
manufacluriut; company had the same absenteeism rat(*s for men 
and women (f) per cent), but tlie reasons were different: 

'Wofnen iconld In* absent to care for sit k cliildren, 
and men for lifestyle reaso!]s. a dav off to do 
ichaterer/ 

Men in one natural resource companv 'lake lime off lo pursue 
other iiilcre.st.s like a h()bb\' farm'. The manager of another m.uiu 
facturin^ com|)any that averages five to six days annual ab.sence 
for non managerial emplovees said: 

'Woffien UHHild take tune oil to car(* for sick children 
and the fuen icould i^o to tin' races. ^ 

Absenteeism reflated to child care often was not of conct^n 
because of the workini^ arran^cmctils of women emplovees. In 
sofue cases, child care uccmIs did not interfere because most 
work(Ts were 'either vouut; without children or thev liave older 
cliildr'en'. Casual work, roslered davs off. part lime work and shitl 
W{)rk Were seen lo 'hel|)' women combine work and family lite. 

Not much trouhli* irith ahsente(*isnL most of the 
irofkers are mature women with Si lixn;! ai^e chil 
dren/ (hospital) 

'Postered davs oIL shifts and annual leace take care 
ol most child care lirohlems.^ (manulacluriiiiJ) 

l-amil\' concerns were nol considered a problem for workers, in 
some cases, because of the assumption that extended lamilv 
members would b(" a\'ailal)lc it necessary. The nuina^er of one 
manulaclurin^ com|).m\' Ih.il emplo\'ed mari\' migrant women 
s<iid. 'Most often there's a grandmother at tiorne.* Others said: 

7// ( oufitn are(js, lafnilies tend to look alter eacti 
other.' 
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'Softic ol the Inishcuuis loork shifts (ind hahvsit/ 

Mothers in llu' lnslitiJli''s Karly C'hiklluHHl Study (Orhiltnu' cuid 
(irt'cnhhitt \\)\)\) who wen* workinij [)art tinu' or casually were 
niore liki'ly to have U^ss diffieulty eariuij for siek ehildreu. One 
third of |)arents in the AIKS Family Formation Study (Oliv.er 
mentioned that relatives, mainly i^rand[)arents. looked after the 
ehildren. As deserilunl in Chapter One. mothers took mon* time 
off work than fathers to nwv for siek ehildren (Oehillree and 
(Ireenhlatt iWv/.cr 

In all hut two i*ast's, ahsenteeistr. for family reasons was 
eontHMitratiul hi'low manaijenuMit level. Manai^iTs were helieved 
to he able to take tlu' tinu' off when neinled to attenti to family 
matters since they were ])ereeived to have more U^eway in organis 
iiig their time. 

'At the nKifujiicfficfit Icncl, tlicv am nnnk at hofiic 
soffictiffics.' (natural ri'sourei's) 

Wo/ (I prohlrffi at tmimii^ctucfit IcvcL thews ftiorc 
llcxihihtw^ (l)Usitu'ss) 

Adthtional exam|)les of why family matters were not svvw 
to affet*t lime at work will hi* \\\\v\\ in tlu* followini^ ehaptiT. 
vvhi(*h describes how etn|)loyers res|)o]u1 to workers with family 
responsibilities. 

Recruitment and retention 

Family (*oni*erns wa^n* seen to interfi*re with other aspet*ts of work, 
for exampU\ reeniitmenl. n^loeation atui retention of manaiie 
ment level workers, |)artieularly at the remote sites of si^veral 
nalitral resource coni])anii's. I^'amilies did not w^ant to relocate or 
remain in areas that lacked i»ooi1 I'ducational facilities. Distance 
from exleiuliHl familii's caused hanlship in some cases, anti an 
absence of job o])[)ortunlties for wives was a |)ro[)lem in others. 

'77/c/c .s Siuuc tvsistiiticc to fvloratinii, prohdhlv he 
ciiiisc of hifttilv.' 

'Kufs S( hoohfiii. spouses ciiwer,' 

'hdcb of ivork for inircs is (i />n)hl('fti/ 

Some companii^s were awari* of the |)otential of familv needs lo 
disru|)t work. |)articularlv if hiijhiv skilled women did not telurn 
after maternity U»ave and their invi^siment in trainiui^ was lost. 

'Whcfi our fcttHilc profcssiotiiil staff start cfiildhcdr 
ifii^, it could ho n coficcrfi.' (finance) 

7/ minht he n prohlctu doii^fi the hnc: three of our 
ffidfuii^ers tuiirried reeefitiv/ (business) 

Overseas studies report similar silualions. In thi* Canadian 
sludv (l^iris l!)8!)). one iiuarter of problems witli absiMiteeism. 
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tardiness, stress and [)r()duc1ivity were* attrit)utcHl to dual work and 
family roles. Ottier Ainerieaii studies found tJiat rc*fusals t)y senior 
exeeiitives to transfer to another location were due to family 
reasons (Catalyst 1983). 




What Employers Do 



As (it'scrilnul in an I'cuiiiT siH lion. most siir\'i'vs of workiTs witli 
family rt'S|)()nsil)ililirs concliuU' that a sitjnific'anl |)n)pnrli()ii oj 
woiiuMi and sotiu' nuMi liavt* difficulty balanriiif^ llu» di'inaiuis of 
work and family lifiv 

Can a worker afford to lake another day off from work to lake a 
toddler to llie elinic for immunisation shots? Wlio ean take tlie 
time awav from work to he at liome when the refritjerator re|)air 
man comes'.' Does a niana^T i»o to tlie seliot)! |)lay or to a i)oard 
nu'etinf*".^ flow do vou fit in time U) finil a nursing liome for .in 
elderly relative'.' Tlu^si^ an* ttu^ diliMnmas confrontinij workers witii 
fainilv res|)onsihilities and their iMn|)lovt»rs. How employers 
res|)ond to these situations was a major foi us of the survt\v. 

Time Off 

Kmplovers were asked what lKi|)pens ill ttieir eom|)anv if an 
em|)l()Vi»e needs time oft hecaiise of ehild e.ire prohlems. to 
attend to a sick efiild or otiier familv meml)er. to attend a school 
function or to otiier family concerns. 

Kew res|)ondents differentiatinl hilweiMi tlie ty|)es of family 
\\vvi\s ( liild cari\ family ilhiess or domestic emeriiencv in 
terms of liow the company would res|)oud. A coml)ination i)\ 
annual leave, rostered days off. sliift times. s|)eci.il leavi* and sick 
le.ive was tlioni^ht to answer any difficultii»s wiih family life ttiat 
ini^tit arise. More ttiaii oiu* tliircf of coin|)anies said they offered 
\ari.itions in standard working lionrs that would he beneficial to 
workers willi faniily res|)()nsil)ilities, In most of these cases, tliis 
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[\]v availal)ilily of part liim\ sliifl or casual work. For 
exanipk', 22 respondents said workers would takc^ a rosterod day 
off to attend a school function, 18 indicated annual li^avc* would 
l)e used and three said sick leave or special leave niii^lit l)e taken 

'7V/cy can rcorLfdnisc ros tercel days off, or rciHnt to 
Cdsinil ivork for a ivhik\ nuiyhc tnke urunuil Icavr 
sornctiffics unpaid leave can he arraniied,' 
{manufacturing) 

'There\ sick leane, annual leare, flexidays, and 
some unpaid leave can be neifotiated/ (transport) 

\Shift ivork acconirnodates ftK)st sitnations.' (corn- 
nuinity stwice) 

'Annual leai or rostered days off ivoidd he used for 
family erneriiencies/ (coninuinications) 

'Efnployees ivoald take annual leave or sick leave, 
which is L(eneroas.' (nianufacturitiL!) 

Most companies, 82 pi^r cent (31 ), assumed workers would use 
annual k»ave for any cliild care problems. 

'Usually annual leave uHuikl he used/ (insuranctO 

'Annual leave ivould he used for school holidays/ 
(manufaciurin^) 

At oiu* food manufacturifi^ company, 'Men and women often 
ask Ifie manager to assure shift times are fixtul so cliild cine can 
be organised * A publistiini^ company personnel nianaLjer 
coMHuentiHl, 'Lots of women are casuals and only work i\ few 
hours so it works all ri^fit.' 

Distinctions cU^arly existed between top level manatjetnent or 
|)rofessional staff and down ttu* litu* cli'rical. stiop and factory 
floor workers in terms of flexibility in arrantjinL! tiint^ off from work 
for family needs. 

At ttie iion-mana^ement level, wtuMi workers nci'ded tinu* off to 
care for a sick chilii or spouse, or child care was a probletn. 
approximately one fifth ol companicvs said supervisors would use 
their cliscrt^tion. Decisions would be* made on a case t)y case* 
basis, 

\N() f)rohlems. snf)erii's<)rs have excellent rapport 
with employees and can ahvays cucofnniodate/ 
(n\anufacturinjJ) 

It s no hassle, (an he ori\anised, we can accommo 
date lor school holidays if necessaty. Manai\ers are 
(uvare that they have to L>ive time off for family 
needs/ (textile maimfacturer) 
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'If a hlokc nerds lifnc off for a family ajicri^cncy, he 
just has to talk to his supcwisor.* (food luaiuifaclurer) 

necisioiis about wtu»lluT liiiu* off was ijivcMi a|)[)c'arcHl to hv 
(Ic'loriniiKui in almost all c ases by W\v supervisor's perception of 
the employee's attitude towards work. 

7/ ilcpctuls Of I each sapenisors perception of an 
etfiployee: a loyal efjiployee. otie ivho has a i^oocl 
record, ivould he ^iDeti more leeioay,' (finance) 

To// look at the person, hoiv do they i^o, are they a 
Lfood performer, a iiood team member, not too many 
sickies, then you f^iih' them a i^o. If they're a i^ood 
UH)rker, the company does its best,' (newspaper) 

'Comes doien to superoisors. They look at the past 
record: if the person has a i^ood record, they ivould 
he lenient.' (naturcil rescnirce company) 

7/ a leorker comes to me, ive can usually arratiiie 
time off for a family matter, it's i^iee and take, tfiev 
usually irork hack or uii^e an extra hour when it'*^ 
needed too.' (food manufacturer) 

'A (dse of liiiH' and t(d<e. If employees are hard 
leorkers, tliev benefit in the lotiff run,' (retail) 

'A liood worker iroidd he f^iiwu reasonable titne off: 
if it is .7 shirker, the supereisor would think differ 
ently. We need to he concerned about productiiuty .' 
(food manufaclurer) 

Case l)y case outcomes couid ii ' Uuie or^anisin^ tlie ranije of 
leaves provided by an avvard. for e\ unple. annual lea\H» or sick 
leave. Days off could be on a paid or unpaid basis. 

'On a case to case basis, some ot these davs would 
be paid, oiliers without pay: ttiost people use leace 
days.' (comniunicati(jns) 

'Rosterifii{ would be able to he arratii^ed for tune off 
duriuLi sc/iool holidays/ (!ios[)ital) 

III tlie case of <i manufacturing; comp<in\' with a larije miLjrant 
workforce, one ^'ompany provides an c»xtra two wcH'ks (;f unpaid 
leave when a worker i^oes oversc-iis to visit family (;n holidtiy. 

There is no mand<\te(l hww In Australia for work^Ts t(; care for 
sick children c\nd it was rare for a compai^.y to state that a wo. \ei 
could take their own sic k leave to care f(;r a sick f<imily member. 
As one manaf^er said about the possibllitv (;( mandated Ic^ave to 
care* f(;r sick cliildren. 'it would mean less lyin^ ah(.'.it thcMr own 
sick leave' while anottier indicated supervisors 'would tu.n a bliiu.i 
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vyv vvlicMi employees took llieir own siek leave to care (or a eliiUl. 

'Wc arc syni/)(it/ioti(\ most tcikc sick Iccnw, cm 
(iLirccd (/liriLf. not/iinii .sw// (nianufacliirink;) 

Several respondents referred to a pool of casual employees that 
was available to re[)lace workers wlio needed tinie off durinLj 
seliool liolidays or to take care of family nienihers. Cotnpanies in 
tlie li()s|)itality. Iiealtli, nianufacturinL; and finance sectors were 
anioni! lliose wlio relied on easily accessible temporary staff. One 
retail compaiiy noted tliat recent 'downsizinL;' liad created a titjlit 
situation tliat had rc»ducc»d llie leeway formally av<ulal)le to staff. 

'A Idfiic core of tcminmny clerical staff can fill in if 
staff need to orndnisc annual Icaoc around school 
holidays.' (le^al) 

A larLfc reserve of casnal staff means most leaoe 
can he acconimodcjted.' (hospitality) 

At tlie nianat»erial and professional level, time off for family 
needs was considered self rcMulatory in many situations. Mote 
informal flexibility at top levels was possible tlian at tlic slio|) or 
factory floor, accordint; to one iiianaLjer of a natural resource 
coni|)any. I>t»causc» 'lUv work would alwavs tjet doru»\ In some 
cases staff could brin^ work home or would make* up time at 
wt»ekends and by workint^ late. 

VV the nianaL(emenf h^ref if is more flexihie. could 
leork at home sometimes/ (itisurance) 

'Thev (manai\emeni) uhhiUI just take the odddav off 
hecuuse most usuullv nH)rk !)() ()() hours a uH'ek.' 
(Iet»cd) 

Several respondents obseivcd that senior staff would h<\ve 
nanmc^s at liome to care for cliildren. 

All tlie |)rivate companies interviewed liad unpaid maternity 
leave* accorclitiL! to rt^levant awards. In one law firm, 'infor 
tiially. maternitv leave is paid for some sc^iior staff and partners 
Met lliree tnontlis paid leave'. KxcludinL; the public service, a lew 
com|>aMi(*s liad specific^d |)ateniity leave, but tlie majorilv of 
workers would use annual leave ancb in a few cases, special 
leave. 

'Tieo (lavs paid paternity leaiH' is provided outside 
auHirds/ (insurance) 

LowcT level workers were more ()ft(Mi encouratjed to revc^rt to 
casual hours or sliift work after maternity leave if tlu»y wantcnf to 
work fc»wer liours. whereas rc^duced liours wt^e able* to be ortjan 
ise(i for tuanai^ement level staff in several circumstances. 



Work and Family: Employers* Views 



Child Care 

Child care is often the foremost concern of working parents. The 
raiige of child care initiatives that companies can provide has 
beeii described elsewhere in this report. A study by Child Care at 
Work Ltd (Neales 1990) found otily 1 per cent of 18:^ Austral iaii 
private sector companies surveyed had child care schemes in 
operation, although 45 per cent indicated support for child care 
and were investigating options. 

Three companies interviewed for ttiis book had child care 
facilities located on or nearby the premises. One-third of the 
companies interviewed had conducted surveys or held discus- 
sions with s[)ecific groups of employees to assess child care 
needs. A majority of these firms was considering the feasibility of 
providing some kind of child care. While a number of companies 
were seriously investigating joint child care ventures with other 
companies, a number of respondents were less confident this 
would happen. 'Child care has been discussed, but that's all,' said 
(Mie respondent. 

Several respondents indicated that the results of the surveys 
liad been inconclusive, with employees being unclear about what 
kind of child care they would use and whether they were willing to 
pay for the ctiild car^^ if it was offered. In three or four cases, 'the 
demand was less than expected' or 'little interest was shown\ 

Ttiese comments suggest that employers may not be consider 
ing how the ages of their employees' children affect tlie type of 
c*hild care re(^uired. One example ^rom ttie study was a lios[)ital 
tliat had a 45 [)lace creche that was used by only two employees. 
The other [)laces we;e filled by residents living nearlw. As employ 
mtMit was fairlv stable, the employees' children had outgrown the 
creche. Scliool lioliday cart^ was now more of a [problem. 

The cost of work-based child care, unless subsidised f)y ttie 
employer, can also reduce its use l)y employees on low wages. 

'Cost of child care is ofw rcasofi why clerical staff 
don't retimi after maternity leave.' (business) 

Cliild care fac-ilities on the [.reniist^s liave advantages and 
disadvantages. Advantages for parents include proximity to cliil- 
(hen iti case of illness or emergtMicy, \\\v ability to visit childrcMi 
during work breaks, less travelling time to and from ctiild care 
centres and more likeliliood that centre hours vv^ill be in line wMth 
working hours (Department of the Prim.e Minister and Cal)inet 
19H9). * 

On-site child care, however, may not be ttie answer for all 
[)arents. Some* [)arents [prefer family care or community based 
care nearer fiome. Commuting long distances to and from work 
may not be comfortable for youfig childrtMi and the after school 
cart^ of children mav be a [problem wticn fiome and work are not 
close by (FritHlman 1987). Kaabe (1990) points out that while 
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on-site child care niay lessen al:)senteeisni clue to a l)reak(lown in 
child care arranijenients, absenteeism due to children's illness 
may be unaffected. 

Alternative Work Arrangements 

FlexilMe work arrangements may vary in the amount of time 
worked, scliediilin^ of work hours or |)lace of work. Options can 
include |)art-time work, jot) sharint^, working at home (telecom- 
muting). com|)ressed work weeks, reduced hours, annual hours 
contract or flexitimes for starting and sto|)ping work (Christensen 
and Staines 1990). Child Care At Work Ltd (Neales 1990) found 
Ifial 40 |)er cent of com|)anies surveyed allowed flexible hours and 
19 |)er cent had introduced job sfiaring. 

In tliis study. a|)|)royimately 10 |)er cent of women em|)loyees 
worked |)art-time compared with 0.59 |)er cent of men. The much 
smaller |)ro[K)rtion of women [)art-time workers in this survey 
com[)rired witfi the genera! workforc^e may t)e ex|)lained t)y tfie 
dominance of manufacturing coni|)anies in tfie sam|)le where 
awards restricted tfie number of [)art-time jobs available. Another 
19 per cent of women were classified as casual workers com|)ared 
with () |)er cent of male em|)loyees. Contract workers were includ- 
ed in tfiis c*ategory. 

Altfiough one third of companies offt^red |)art time work, ttie 
definition of wfiat tfiis meant was not always the same. Permanent 
|)art-time work, casual work and, in a few cases, job sharing or 
flexible liours could be covered t)y tfiis definition. In most cases, 
tlie allocation of |)cjrt-time work was dependent on management 
discretion and was more often informally than formally arranged. 
Kligil)ility was also de|)endent on award restrictions and job 
classification. 

'Them's ci f)it of part time ivork. sornc Job shdnni}, 
the awards don't alloio it.' (hospitality) 

'Flexible hours and part tittie irork arc aoailablc in 
a fciv areas and could be extended if the union 
would alliuv it: a couple of people are job sfiaririL}/ 
(news[)a[)er) 

Klexil)le liours or flexil)le start and finish times were considered 
more |)rot)lematic in the [)rivate sector, especially on the factory 
or sales floor. 

'We don't need staff here at eifiht in the niornitii^ or 
six at nii{ht u^hen there is no public to serve' 
(marketing) 

'Flexitime is tiot suitable for most of the jobs be 
cciijse staff need to be there for clients/ (computer 
cc;mpany) 
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At llie managenuMil level: 

*M(if}(isiers don't follou) time clocks so there is sotne 
flexibility.' (business) 

Shift work was fairly coninion in a eross seetion of llie cnm- 
[)anies and seen as a way to accomniodate women's family needs. 
One [ios|)ilal orf^anised shifts to run six rather than eii^ht liours so 
that women could 't)e liome in time to make tea for their family'. 

About six ei)m[)anit\s offered some form of individually 
negotiated, slu)rt term reduced hours for management, pro- 
fessioiial and clerical women returnini> from maternity leave. 
Km|)hasis w^iis on arrangements for skilled em[)loyees wliose 
expertise and com[)any ex[)erience was valued, 

'7'uH) setiior purttiers ivould tiot hare returned after 
tfKiterriity ivithout sotne reduced hours urrunL\ed.' 
(leLjal) 

'Reduced hours luiue been ori^unised for cleriad 
stiff f: (le^al) 

i'^or most women not in [)r()fessii)nal and management [^osi 
lions, re(|uests f(;r reduced liours after luaternity leave would 
be met by reinstatetnent in [)art time or casual positions. Noti 
professional staff tnore freciuentiv returned to [)art time work 
wliicli was 'preferred by mums witli kids'. Clianges are antici[)ated 
t>nce [)arental leave [>rovisii)ns are im[)lemented in awards, 

V\ nitiLfe of port time and shift positiofis ure (UHiil 
(ihle for clerical staff to accorntuodate hitnilv 
respotisH)ilities for irorneti,' (financial) 

'Most wofue!} return to part time uHirk, tio probletu 
doitifi ////,s-,' (hos[>ital) 

Wfauv of the iroiueu transfer to casual work lor a 
u hile alter !naternit\ leare. I)) to a certain level it is 
no problem. ^ ( hi)spilalitv) 

Th(^ piil)lic sector, on the other liand, ollered flexitime liours 
Irom Sam to hpin. II! weeks paid inalernil\' lea\'e. unpaid [)arenlal 
\vi\\'v and sick lea\'e tlial could be used for cliild care. 

'dood ficxitifue hours, rostered davs oil and i^ener 
ou » sick and annual leave provisions are the reasofi 
there are not /uanv problenis.^ 

N("\'crlhclcss. even in llie public service Ihcrc could be some 
constraini as ex[)ressed by Ibis respondent: 

/////c work is av(iilabl(\ but not publicised, it 
has to be justified/ 

Kesearcli on llcxible work scluulules has sup^r^cstcd thai unless 
the permissible rani^e of wi)rkin^ hours is lairiv broail and asail 
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i\\)\v for workcTs llial roiikl bt'iu^fil, llu^ inipad may l)e negli^il)l('. 
i[i addition^ niort' difficulties art' reportc'd when workers operate 
ill teams or tlie work is l)aseci on assetnl)iy lines (Cliristensen arid 
Staines 1990). 

Family Leave 

Be\f)nd ttie pul)lie service, only one or two companies wer(^ eveti 
consideriiiL! any extension of special leave for family or persotial 
reasons l)evond wliat awards [)roviclecl or were already part of 
com|)any policy as descril)ed earlit^r. One natural resource com 
pany was looking at |)rovidinL! |)ersonal ratlier than sick leave days 
to atronirnodate a wider raiiLje of needs for leave. Most com 
|)anies were aware of tlie parental leave case atid waitintj to see 
wliat effect it would liave. 

It was clear family-oriented l)cMiefits were often considered a 
l^riviletje rather tlian a riglit; employec\s liad to t^arn family titne l)y 
|)erformintJ well at work, Supcwisors were tlie arl)iters, judtjinL! tlie 
situation and rewarding or |)unisliiiiq tlie e[ii[)loyec> accorditiij to 
more subjective tlian o[)jective standards, and witli little traitiini; 
in these niattc^rs, Tlie absence* of *a lot of writtcMi polici(\s' was 
thoui^lit to allow for tiiore flexi[)ility in nicu^titiLj individual needs. 

Kaab(» and Clessner ( ]i)88) jxiint out tlie ciifficulty iti unravellitiL; 
'lie eoni|)lex |)olii*ies of workplaces wliere formal arid itifonruil, 
written and utivvritlen rules i^ovc^rn, and policies can l)e actively or 
|)assively a|)|)lie(l at all or some levt^ls. This diffieitlty was 
a|)|)areiit in the comments of tliosc* inti'tviewed in tliis studv. 

Other Benefits 

it is inlerestint} to look at tlie coiiitmMits about jiroviditiL; f.uiiilv 
oriented benefits within llie cont(*xt of other incentive's to 
emjilovees. A recent an.ilvsis b\- Kussell (I !)!)()) of eiii|)loynient 
adN'ertisemeiits in a daily Sydney tu»wspaper found thai (he [uosl 
eomnionl\ tnentioiied benefits were su|)era[inuation. cars, 
annual, siek atid lonq service' leave, niedic<il. education and 
traininii pro\'isions. While things like su|)eraiinuatioii, lea\'es <ind 
Mie(li( al benefits are important for families, no mention was made 
()f eliild care, flexible working hours or |)aid jiareiital lea\'e as 
incentives for [irospeetive eni|)lo\-ees. 

l\ni|)lo\'ers were asked 'What makes worl Mii> lor Vf)iir companv 
altracli\'e to \'our (Mnplo\-ees, what benefits .we considered an 
ituenlive to all emphiyees.'* A rantje of fringe* benefits was 
described. 

Subsidised canteens Cjj!). recre<Uion or fitness |)rot<rams (II) 
ami \'arious discounls (10) were most fre(|U(Mitl\' mentioned as 
benelits prox iiled to all emplosces. 

7.0/.S ()/ ('/nplovci* H'(()L>nifi<)n orcrst'cjs hips, 
t'oui hcfs. (jiranls.' ( hospit.ilil\ ) 
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Manufacturini} conipaiiies were [)rouc1 of their clean and Iii5ht 
workplaces. 

'A fiood clean physical cnohontucfit. fairly Liood 
sakny levels, acfinc social club and use of a s^ynh' 

'I'juployees are paid extremely loell: excellent loork- 
ififl conditions: clean. lif{ht. aircofuiitioned: more 
automated equipment so less heauy loork.' 

Other benefits included career developnuMit and trainintj 
opportunities (ID) with fees for relevant courses reinibursecl bv 
some companies. A few firms offered housintj loans and different 
kinds of insurance to all eniployin^s. 

'The fi()usini{ loan, its the best benefit.' (fituwicial) 
Several comi^atiies [ocusihI on tjeiH^rai work conditions, citing 
iJood salaries, stable work and paid superannuation. 

7//x,V/ salaries and a i^ood f)hysical workinsi environ- 
nient.' (business) 

'A nice ennirofunent and a stable cornfxiny,^ (manu- 
facturiiiH) 

Kxecutivcvs t^eiu'rally reciMved salaiy packages, sometimes cars 
and sctiool fees paid for children. 

'M(in(ii{ers s^et super packasies of benefits, unbeliev 
able relocation assistance.' (natural resources) 
'At senior levels, school fees, club memberships and 
telepfione accounts are subsidised.' (finance) 

Employee Assistance Programs 

(\)unsellin^ on family matters that may inlerfi're with (he job, and 
iiiformalion and education programs that Uv\\) workers meet their 
family responsibililii^s, can be incorporati'il into what are usually 
called em|)l()vee assistance prt^qrams. Tlu'se ar(^ not always rec 
ot^nised as cui itiiportanl family related biMiefil thai employers can 
providiv 

luiil)|ovee assistance programs were dt^veloped in the United 
Stales to reiluci^ absenteiMsm ami acc idents relaled to alcohol or 
drut^ abuse. Many companies in the United States have expandetl 
lliese prot^rains to provide advice, information and referral for 
personal and family problcMUs that can have a liirecl or indirect 
effect on jot) |)erlormance. 

Marital and family problcMUs are now reported to be a common 
difficult\' ( Jaiiknwski, Uolt^r.wes and (jerstcin 1!)XS). One sur\'e\ 
of AiMerican companies indic ated that f) l \)v\- cent of the 110 
coinpani(*s with an emplosce cissistai]C(> proijram provided access 
to marital and faniilv counsellinii and it was the second most us(m1 
service after lre«itmen( tor cdcoholism (Kamennan and Kahn 
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l^ro^ranis can hv in-liousc. slafkni t)y counst'llors cotinedc'd to 
luinian rt^s()ur(.'t^ nu'dical and ()c'c*u[)ati()nal healtli st'diotis, or 
conlradt'd to outside a^tMicics that provide' scrviet's reitnbiirscd 
in full or in [)art l)y tlie roni[)any or healtli insurancxv 

As in tlu' United Stat(»s. a number of t*onsu!tin^ servic es have 
l)een sv[ up in Australia ttiat offc^r eotUraetcKl eounsellint; servic*(»s 
to companies. Services are usually fret* to eniplovees. Indrad 
Servit*es, in Western Australia, estimates tliat around 45 per c*ent 
of its c()uns(»llin^ is on marital and family issuers. 

More tliaii one lliircl of companies in this study offered some 
form of em|)loyee assistance program, cMtfier an in liouse psycho 
lo^ist. c()unsi»llin^ witliin an occHipational liealtli sectioii, or 
referral to an or^anisa.tion tliat provided (*ounselliiiL;. Several 
companies were meml)ers of tlie lnt(T(*luircli Trade and IndustiA^ 
Mission, an organisation that providi's services to ap[)roxitiiately 
100 companies around Australia. 

Personn(^l administrators often saw counselling emplovees as 
tluMr role. Altliout^li tliere was an awar(Miess tliat marital and 
family problenis sometimes interfered witli productivity, most of 
tlie solutions were informal sucfi as j^ivint; tlie worker a day off 'to 
sort out tfie pr()[)lems\ Kc»ferral to c*ounsellinM would usuallv be 
relaliMl to discussions a[)out jol) performance wIumi employees 
were reviewed. 

iMuployee assistan(*e programs can (»xtend beyond traditional 
counselling. S(»V(Mal of tlie managers interviewed referred to 
'Wellness and fitness* programs, '(juif smokint; and str(*ss tnan 
a.Ljcunent seminars were mentioned bv sevi'ral (*ompanies. 

Unlike tlie Utntt^l States, wliere lunch hour seminars on f.unilv 
topics are becoming more popular, onlv one Australian cotnpaiiy 
intmviewed had held a lunclilime talk on |)arenhn.L!. 
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Bringing About Change 



Mosl \HH)\)\v lliink of I'lnployi'e bmefils aloiii^ \\w \\uv of tradi 
lioiial lioluiav. sit k leave, cuuf (In* lrini»e iKMielil.s (le.scTibcil previ 
ously. Kew of Itu'sc biMU'fils are (1esii»iUHl to \uvv{ tlie needs of 
workers alt(Mn|)lini^ lo halanee work and larnily. IkMu^fil paekai^es, 
aeeordinij to iTiednian and Clray were developed for (lie 

'typU ar worker assumed to \)v a nuirrit^d, male breadwinner. She 
arijues lliat l)eiiefils nuisl he ri* ex<unined lo eonsider ehaiii^es in 
tlie f.-oniposition of Itu' workforce and he redi^sii^netf lo inelude 
eoinponenl.s lluit cire sup[)orti\'e of faniilii's. The provision of ehild 
eare. parenUd lecives ami leave lo care for siek ehildren could he 
considered <is well as family counsellini» cUid educ<ilion<il seminars. 

Of inteh'sl is tiow often (ii^pendenl can' and other f<unily oriented 
policies are t)ein^ M»ferred lo as 'the employee t)enefil of [\\v ;)()s' 
{Transifion !!)!)(), I'Viedinan and Clray WW)). 

NtA'crllieless. t»iven Ihe ecoiunnic clim<ile ol !!)!)!, ( hantjes in 
henefils lo families are not likel\' lo he msliluled for <illruislic 
reasons. Iwen wtien companies would like lo he more supportive, 
holton] line rt^lurns on llie cost would luive to he demoiislraleil. 

'rr()(hi( lirilv. il's (ilirays the hollorn lific' (manul<U' 
turin^) 

'Incrcasi'd protits would he ncccssan for (ifiy//iini> 
outsutc of fU(ifi(l(it(u\ l)cfH'ftts.' (retail) 

Kelerriiif.! to ri"(|uesls f()r slKnler working davs hv wofnen 
emplovees in a manulactunni^ firm, a senic;r maiicj^er s<\i(l: 
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'We mould do it more fn^ijurnlly if ihctv inns a 
short(ii{(' of labour u/id uk* uccdod the uu)rkcrs\ 

Aiul in ri'lalioii lo child care; 

'Child euro UHiuld ho cousidinvd if wc urrdcd lo 
kocf) Siniior uHiiucn.' (nalural rcsourrc) 

NcNirlv 80 \)vx cimU CM) nt coiupaiiiivs iiilcrvicwcil wdiiUI 
inlrotliut^ ailililional fainiK hciicfils tiki* sick child care or 
parciilal leave wIumj Icijislalion or chanijcs in awards maki\s it 
inandatorv. 

'U'V' //'/// confront the ifiipnct of parcutnl lc» ''h* inh(*n 
irc hare to/ (lUcnuifcU'turini}) 

Oiilv I!) (cdi'ral awanls allow (or leave (or (ainily emergencies 
or llie use of sii k U^ave [or fannly purposes (ACTU Mater 
nilv leave was linkiul to provisions in aw^irds in most cases. 

I^ressiire on tlu' ptirt ot employees for culditinucd henefits could 
influence company policy, ai'i-onlirif^ to 1 1 rc\spoiulents. 

'Middle lunnuiicinent uhuuci} nrc not innkini^ 
dc/nnnds to restructure jobs to innke them more 
nccominodntiuii to familv life,^ (liospital) 

'There's no pn^ssnre from emplovi^es for additionnl 
benefits.^ (newspaper) 

'Th(*re is a surprisi/iiilv hiiih rate of return alter 
mnternitx leare/ ( finance) 

'Ollici* staff come back earlv after //uiter/utv leave 
bemuse of financial reasons. ^ (i)usiiicss) 

A|)|)roxiniatelv one ijuartiT ot the companies i)elie\'etl i oiiipeli 
Hon with other loinp.uiies, especialK' for hit^hlv skilled workers, 
would he an incentiN'c. The same proportiofi ol companies 
reterred to i^o\'erninent tax incentives as a way to increasi' tlu' 
henelits olfereih 

'Don t u (int to L{et too far ahead of tlie L*am(* in ten us 
of compi^tition to lose the* profit edi^e/ ( insurance) 

'If trends in oth(*r companies shorn the maw ire u otild 
b(* ahead if uh* see the need to/ ( manul<ictnrii)i-{) 

Kesislance at the senior level was identified I v more than two 
thirds ol respondents [27) as <iii ohst.u le to ( iiaii|^ini» the wa\' 
com|)anies pro\ ided henelits to workers with f<\mily responsihililies. 

MduaLie/iient does not see the connection betiree/i 
p)odiH tiritx (Uid ///CSC hi/ids of be/i(*fits/ (natural 
resource) 

\\l(in(Hieni(*nt i\eiietall\ feels it is not oiu puif)lenr 
t/ie mam (omi'rn is piodiictiritw not families/ 
( inaiiiilactiirini>) 
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Kairly frc'cjuriilly, it was nolcnl that scMiior nuuia^c'nicMil nuMi 
\\vh\ traditional valiirs al^out faniilios aiul rc^pcatcKlly it was stattnl 
that 'few nianai^crs hav(' wivc»s that work'. W(jnuMi at tiuuia^cMiu>nt 
Im'l, if iiiarritHl. ofton did not liave cliildrcMi and if tliey did, were* 
th()UiJ|it to liavi' nannies. 

7/'.s' a ciuiscwiuivc ors^anisafiofi harcn't i^ot tlnit far 
yet: lle^al) 

'Wc hiive tnulidofHil ffuuHiiicrs iv/io don^i think 
coffifHjfiy s/iould he ifioolocci: (natural resource) 

Several personnel nianai^ers sui^ijested attitudes would eliani^e 
as tlu» professional and inanatJement slaff liad eliildren. For 
example, one respondent reniarkcnl of two male eolleai^ues. 'Now 
that they have to pick u[) eliildren from child care, they arc* 
i)cH*ominL; niore understandini^.' 

Most of the natural rc»source and manufaclurinij companies 
indic*aled tliey had few women in senior management. A glance at 
several of the annual re[M)rts of these coinpames showed no 
wotuen pictured in senior or hoard of manai^ement positions. In 
IDH!), only 21 per cent of managers and administrators in Australici 
were women (AIJS Lahout Force 

Others reflected that attitudes would change as more women 
professionals had chilclrcMi and their skills were needed. For 
example, joh sharini^ mii^ht become possible. One natural 
resource company said that Ihe impeUis foi estal)lisbini^ its child 
care* i'cntre and offc^iniJ part time work was a desire to retain 
women execuhves who would ha\'e left the company if these 
options were not available. Another natural resource company 
said. 'We'll do wlu. vver is nec*essarv to keep skilled st<iff.' 

For a food manufac turiniJ company, the fact that a [airl\' hii^h 
proportion of clerical workers did not return horn maternity lcM\'e 
'was not a problem because tliev are casil\- replaced'. In another 
companv, additional benefits would l)e considered 'only il needed 
tor labour supply, and that's not a problem'. 

Corporate Culture 

Additional comments, liowe\'er, |)oiiited to more fundamental 
issues ol cor|)or<ite culture perineatiii}; management dei'isions. 
Perceptions al)out the roles of men and women and the die hotoms" 
that should exist between work and tamil\' life clearlv inllueiic-e 
how decisions are lUtide. not just hard 'l)ottom line' calcuhitions. 

To ascertain wlierc^ families lit into the world of work, einplov 
ers were asked 'What is the coi]ipan\'s attitude towards women 
working. <ind men and women sharint; woik and family respon 
sibilities.'' and 'Would people wlio want to tjel ahead in their jobs 
or c areers be expected to sp(Mid less time with their fainilv/' 

Without hesitatioiK all but two ol the companies saw the risiiij; 
number ol two income^ families, or more specitically, women 
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working, as an acc:e|)lc'd fact of life. Thi^ acceptance was often 
coucliecl in ternis of faniilies needinj^ .vvo incomes to survive 
today. 

'No f)n)t)lc/n (It (ill uu'ih both people loorkinii" 
(tnisiness) 

7/\ (I fdcL hdoc lo hue /loitujdays/ (inanufaclurini*) 

7/".s (I tdci of hh\ ain'l suruiue on one ivdfie.' ([)ublic 
sector) 

'Wo/nen irork because ihe fciniilv /lecds (lie second 
income for school fees (ind ihini^s.' (inanufaclur- 
intJ) 

l)(»s|)iie this awareness ami scHMiiiiif^ accc»|)iancc* thai workers 
are likely to havt» family res|)oiisit)ililies, in oiu» iiuarler of 
(•otu|)aiiies, res|)oiu1enls aclmitleil tMn[)Ioyees were ex|)ec tecl to 
()Ul llu^ joh first. For sonu* there was an acce[)tance, hut 'not an 
awareness of the nilty grilty harriers', 

'If von renllv uHint to /none np yon are i^xpecled lo 
be here n/id lo be seen enrlv nnd Inte.' (trans|)ort) 

'Managers unuiUln't usnnllv i*ine fninily reasons for 
chuniiinii schedules or Uj/anii linie off.' (natural 
resources) 

^Fninily is nil rii^hl as lo/ii* as it does/i'l interfere loo 
often.' (natural n^sources) 

There was some hesilancv as Ihose interviewiul trietl lo i*x|)rt*ss 
their coni|)anv's honeys! attitudes. Nearly one half of the i oiii 
|)anies coni|)romisi>i1 hv saving the job would he ex])ected lo 
come first 'al times in votir eariu'r'. 

7// some areas, ves, il's no! a rerbalised ihuii^. but 
(he job would tome first. I have turned dou /i a 
Saturday dis(Ussio/i because I leanted to do some 
thini^ with mv lads I took a /c// hours oft last week 
to t>fj to a sihool ret itaf It's okav if they knoic you 
do the rii^ht tluni^/ (ne\vs|)a|)er) 

WJy u lie mould probably sav it does come first, but 
the (ompany does try to ^et people to balam c their 
lires. ren defi/iitely. It's in the stress /nanai(eme/U 
(ourses.' (I)usiiu'ss) 

As lor refusing Iranslcrs lor fainiK' reasons, in one com|)anv 
'\ ()ii iW v not exact I V jiunished, hiil \'ou are n^ )l promoted'. 

I urther illustralions of how work and famiK' tire assumed to 
o|)ercne can he found in res|)ons('s to the ([uestion. 'To |)erfoMn 
Ihe jot) sahslcU'toriK . would workers usually ha\'e to work early, 
lale. on weekends. Ira\'el etc/.'' 
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Kxc liidiiit} sliifl workers, non nianaf^c*rial workers would nor- 
mally no! work oiilsicle retjulaled lioiirs. Kniployers were itilc^resl 
v(\ ill liniiliiiM overliime for award workers to avoid pavinij peiuilty 
rales. Tlie poiii! was iiKide Ilia! overliine work was usuallv in 
dc»niand from workers ecii^er to earn exlr<i p<iy. and was seldom 
involunlciry. 

'We ujoiildn'l force office staff lo irork exlra (irfie if 
(here cnv fdinih prohleftis. ioe leoiild i^et in a lefnpo- 
rdfy/ (husini'ss) 

Converselw more llian Iwo lliirds of respondt»n!s af^reed lliat 
tnanaijemen! and professioncil staff would work culdilional liours. 
lake work liome and eonie in early and lale fciirlv regularly. Almost 
one tliird of companies would recjuire management stciff to attend 
several dnvs of training} or development meetings ciway from tlie 
office once or twice a \'ear. Some amount of travel would \)v 
ex|)ected of em|)loyees in one* licilf of tlie companies. 

7/ hopper IS. men (Ofuplaifi (heir irires sdv Ihev ore 
fierer al home' (manufacturing) 

7/ is still i^oiul lo he seen (it your desk after o 'clock. 
Yes, ffieetins^s ore orr(ifii>e(l at (iptn or TJOotn.' 
(insurance) 

7' (lofTt want to so\ it. hut it's ttue, hums on seats 
count.' ( natural resourc c*s) 

ManatieinenI in one retail compaiiv is tMicouraijin^ a 'work 
smart, not longer* |)olic\' hut an attitude ol 'in early, out late' still 
persists. 

Muhlic seivicc emplo\"ees were not exempt from workintj loni* 
liours; 

'Ver\ (lefmitelw the corporate culture, iromen are 
Ion ed to huv it too.' 

A more moderate stance was taken t)\ tliis natural resource 
( <)mpan\ : 

'Worhmii lute or loni^ hours isn t i^om^ to unpress 
anvhodv. hut vou hare to meet hudi^ets and 
deadlines.' 

Some com|)anies pridt^d tlieiiiseK cs on heinii laniil\" oriented. 
This was es| crallv true iii tlie tew companies stitl controlled ami 
run h\' a laiiiiK'. 

•'/7//\ companx is rer\ stn)fii^ on Uunilies time oil 
lof himihes IS reioiinised. liest (onipanv in the 
uorld lof lufnilies.' ifood maiuifai turer) 

A realislK attitude was apparent in the comment of a personnel 
manager \\\ the ho^pitalitv iiidustr\': 
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* Family ivoulcJ not be (ilknoed to interfere leith the 
job in general, but there is syrfipcjthy to real fcnnily 
enieriiencies. When put to the test, the company ivill 
do the riiiht thirifi.' 

Ttu'se res|)i)ji.ses reflect the allilude Iturt liiuc off for family 
mailers has [o be earned. To some exlenl a [)r()('ess of 'i^ive and 
lake' emerges wiih employers willinij lo accDmniodaU' Ihe family 
needs of workers so lonj^ as Ihey don'l inlerfere willi ijelliiit; llie 
jt)l) done. As one i^eneral manager affirnied, 'no one minds die 
odd phone call tionie'. Neverlheless, lliere seemed lo be a hii^tier 
loleranee for emeriJencies lhan daily dilemmas, 

'Worb conies first: if you couldn't orifaru'se your 
fannlv hfe over time, your prospects u^ould suffer/ 
(iicilurcd resource) 

'We expect them to munaiie their family lines, we do 
hare to make a profit, we do n hat we cair some 
times i^ets abused.' (food manufaelurer) 

'One senior manai^er did reduce her hours for a 
wlule after maternity leave, but she munai^ed the 
ivorkload vety well/ (business) 

A more forllirit^ht slalemenl llian many was made by Ihis 
nicUiaiJer of a nalural resource companN': 

'The company will always hare the Ixnani c in 
tradeoffs between company at id lumily life. We are 
not a family support (jL*ency/ 

l'.[ii|)lo\'ers were askiul lo define a successful wt)rker, whal 
counled lowards recot>Mition anil promotion. In almosl one h<df of 
die companies, mc^eliiu; at»reed u|)on |)erforniance slandarils was 
the measure for |)rofessii)nal aful maiiat^erial sUdf. Olher crileria 
ini loded tieltinLi the job ilotie. lovaltv, beini^ a le<un person and. 
lor manat^enienl, takint; Itie inili<ilive. 

Benefits of Family-Oriented Policies 

Most i ()tu|)anies are interested in the cost IxMiefils of |)roviditii' 
fatiiih' su|)|)orls lor workiTs. In t^ener.d. IxMiefits (or comp.wues 
are c( )nsideri"d lo include reduced absenteeism. iiiipro\'etl rec ruil 
nient and releiilion of women em|)lo\i'es. reiluced trcUuint^ costs, 
ini|)r()\"ed niorale and reduced stress leailini^ to increased |)ro(luc 
!ivil\- (I'eru.mde/. IDHli. Krieilman 1!)H7. Catalvsi I !)H!). diildcare At 
Work bid l!)H!). (;aliiiskv .ind SliMU \m)). 

b\am|)les ot the cosi benefits lo eiiiplovers lia\'e l)ecn reported 
in lilerature on work and famiK' related issues, l-'or exam|)le, in the 
I'nilcd Slates. Merck .uul Co. rei)orls its flexitime o|)tion tias 
incriMsed pvoductivitv up lo 2i) |)er cent in soiue de|)artmeiits and 
that the provision ol i\ six month parental leave saves $12 000 in 
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Irainiiit; new euiploycvs. Inlerniedics liicorporalcd found Ilia! its 
cliild care centre rculueed turnover l)y 23 per cent and al)senlee- 
isin dropped 15 ()()() liours. Transaineriea's siek child care pro 
i»rani is reported to save tlie company SHif) ()()() per year in 
avoidint; |)areiital al)sence (Paris Nyloncraft, an automotive 

parts manufaclurinL! ;irm. attriinited its reduced turnover rate 
(from 57 per cent to 'M per cent over a 10 year period) to the 
[)r()vision of an on site cliild care centre (I'ati li)!)l ). 

A Canadian study of liHf) cor|)orations (l^uis 19Hf)) concluded 
llial of llie 80 per cent of companies that did offer allernative work 
ar?ani;emen(s. about lialf perceived them to l)e effective in reduc 
int; al)senteeism, and (iO per cent thouLjIit tliis flexibility increased 
productivity. An American study of flexible staffitiL; and scliedul 
int; arraiiLjements (('liristensen 1989) found flexitime increascnl 
em()loyee morale and decreased tlie n of al)senteeism and 
cotnint; late. A similar study, tliou^h limited to manaLjers and 
professional staff, mentioned positive effects on retention 
arid morale (Catalyst 1990). Case studies of Ki liritisli companies 
and local councils (lk'rr\^ Lound 1!)9()) concluded the main l)en 
efils of introducing 'family-friendly' policies were tlie retention of 
women em|)loyees and an improvtul imatje as a (*arin^ employer. 

Tlie chairtnati of KSSO Austraha claims the proportion of 
women em|)lovees returnini.! after maternitv leave increased from 
below 50 |)er cent to SO |)er cent after company cW\\d care centres 
were introduccul, saviti^ at least $I(K)()()() in trainiiu^ a new 
iMiii)lovee (Department of Km|)loyment, Kducation and Trainint!. 
Women and Wor/^ i;)!)()). Tlie Office of tlie Status ol Women 
(Department of I'rime Minister and (\il)inet li)89) estimated tlie 
annual saving in reduced absenteeism and turtiover of women 
employees for em|)lovers providing child care to be $87 000 for a 
40 place ( entre. The introduction of job sliarint! reduced trainini^ 
costs bv more ttian $8000 |)er |)erson bv increasiiiL! the retention 
rate of women workers witli cliildren at Berrivale Orchards Ltd, a 
citrus |)rocessin!^ plant in South Australia (Department of Indus 
trial Relations 1988) 

Kmplovers were asked. 'Wliat d ) vou see as the benefits or 
impact of introducing faniiU' su|>[)orts for workers'/* Overall, 
respondents were fairl\' general and resetved in tlieir answers, 
reflectini^ that tliey were more aware of the effect on work tlian the 
familv. 

'There fimsl he sofiie henefils a happier irorf^ 
liure.^ (commuiiicaltons) 
Retention of skilled workers, a more productive workforce and 
improved morale were tlie most common responses. 

Keepifii^ niludhh' skilled stall, /xirheiilarlv .s/z/rf 
fnost ol (he slell irofk liee to seren vears heh)re thev 
take tfidteffiitv leave and the\' kmnr tin* ori^anisa 
tiofi/ (business) 
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MvvUuii affirmative* action f^oals, reduced al).scMitecisni and llic 
recruitnuMit of a skilled workforce were also nieiitioiied. 

'We (u'ccpf that statistics talk ami ivorncn are a 
luajvr luorkforcc resource/ (natural resources) 

'Would be useful in meetinti affirnuitive action/ 
(nianufacturini^) 

A few employers admitted tliat tlie relationstii[) between work 
and family liad not l)een recoi^nised. 

'H(jren't thought much about who should be 
responsible or pay the costs. Don't hear much about 
families/ (natural resources) 

'Not mdly curare of family as an employee issue/ 
(natural rc^sources) 

Onlv one or two conipanies had actually conducted a cost 
benefit analysis, and tliis was limited to the provision of cliilrl 
care, in ont* cas(\ tlu^ provision of cliild care C()nil)ine(l witli tlie 
introduction of part time work aftc^r maternity leave was calcu 
lalcui to fiave saved tlic C()m|)any $100 000 in recruitment and 
IrainitiiJ costs tliroui^h tin* retention of two lutjlily skilled profes 
sional (Mn|)l()y(*es. 

Altlioui'li tlie r(vs|)()n(lents in tliis studv liad fairly little to say 
spccificallv about tlie l)enefits of introducing family ori(Mited poli 
ci(\s, tlieir answers to other (juestions about how tlioy handle 
familv iuhhIs im|)ly th(\v are more aware of ttie situation tlian 
mitjlit be imat^ined. 

Constraints to Introducing Family 
Benefits 

Economic costs were cited b\' Ihrcn* (luarters (1^8) of the com 
panies .is the main reason for not introducing work based child 
care. Multiple work sites wouUi add to th(\se costs for several 
com|)anies. 

To.sV mould he a problem/ I nianufacturini^ ) 

^Too expensire/ ( manufaclurini^) 

hi contrast to ttu^ results of some other siirx'eys ( Jackson 11)1)1. 
diild Care At Work Lid none of the companies inter\'iewed 

cl.hmed that dilficulties vvitfi f^oN'ernment regulations and rules 
impeded the estabhshment of a child care fac iliK'. 

Kven with Mo\'ernmenl assistance. conipani(>s ma\' find the 
esta[)lisliment ol on sile centres too expensi\'e. i)articularlv when 
ttieir operahons are scatU^red o\'er several locations. The costs of 
providing on sile child care ceiitres will varv with llie \mee of 
land, existint^ fac ilities. the at^e tiiix of children, slaff le\'els and 
liours of operation. An <ui<\lvsis by tlie Office ol the Status of 
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Women (l)i'|)arliiRMil of I'riiiu^ Mirnsler ami ( ahiiu'l WW,)) ivsti 
in.iltHl a 4() |)lai'i' ciMilrc woulii cosl $2(i!)()()() to ivslahlisli and 
$1!I)8 2()() to opt'ralc. Thv St (U^orMt's Hiiiiilin^ Socii^y in Svihu'v 
('stal)lislu'il a 40 placi' (•hilil vi\rv cv\\\w that cost $300 OOO to l)uikl 
and S^SOOO to fiirnislK 

Cost Wcis not llu' oniv constraint to introilui-ini^i I'liild anv. 
Several nianatiers (six) alliuleil to i'oni|)<wiv attitudes towards 
luMiefits siu'li as i liilil eeiri' cwul |K\riMital leavi\s. siiLiLiestint; tliat 
tliese were not ri^ally tlu' I'onipany's eoneern. 

'Cyiild ( (ire is coiisidnccl afi iiulividuitl rcspofisihil 
/7v/ (nianufaeturini!) 

'M(ifi(iL{('ni<'fil still not airdfc of latfiilv (is an cni 
plovcc issue' (natural resouri'iO 

These attitudes were oltiMi attributed to siMiior nianatjers wlio 
were ol tlie 'traditional' si'liool of tliinkiuLi 

^Mafidiicfiicfit docs not sre ///e connection hctirccfi 
pfodiKtiritv and these types of benefits.' (natural 
resource) 

\S7/7/ iniditional ituunii^ers who don't tliink the com 
pnfiv should he invoiced' (natural resouri'iO 

'None of the senior fuafiuiicrs hune u^orhifiii uires/ 
(li^kial) 

I'inaneial costs were also LjiviMi as llie nuin ri'asou wliv henelils 
such as sil k cliild Umvc and paid inati*riiilv .muI parental leaves 
were not oKeri'd. 

Characleristics ol tlie joh and union awarti re^ 'dclions were the 
inosi common harriers lo oUeriuM alternative workiia; arrant^e 
menls such as [jexil)le liours and joh sharMiii. Adminislr.ilive 
liassles. makiuLi sure that su|)i*r^^isors were avail.ihle lo cover 
vvorkiiiM hours. or^.inisiiiLj time schedule's and covering for i.hseni 
workers were ()l)stacles lo iiitroducim» more lU'XihIe liours. 

I'or soni" com|)a,.ies, Ihe demands of Ihe production |)roc('ss 
were not seen as conducive lo more Hexihle working hours for 
individuals 

7/ (llcMhnu'l is not controllnhle vou need ( nccr 
ui\e hv supercisots und saletv ofhcers the others 
depend on ei rnone l)euii\ there.' (texule manulac 
turm^) 

\Sotuetitnes there are onlv one of tico pi'ople uiio 
can do the job: it is dilficult to i^et icork done if one 
IS not then'.' (manufaclurintj) 

Tlie lear lhal lomp.niv ( lienis would l)e resislanl lo handed 
wavs ol workmi^ with stall was mentioned hv l)Usiness lirms. 

'ilients e\pe( t the peison morlana, on their (uiount 
to be then* ecerv dnv, all the tune.' (Icf^al) 
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III a few cases, ri'luilami' sUmiiiiuhI from niaiiai;i»miM)l fi^ars 
llial workers willioul family res|)oiisil)iliiii»s would ohji^ci on 
f(|uilv ijroiiiuls I'laiiniut; llial such coiu'cssions were unfair 
because* Ihey only IxMiefileil certain workers. Such views reflect a 
narrow approach tliat does not consider tlie diverse needs of 
lamilies for differiMit kinds of henefits at differiMit staijes. 

'Thcrr hare Ix^cfi rofiiplaifils iv/icfi (ifuc off inas 
i^ircfi/ (manufacturiiiL!) 

( )iily oni' or two respondents cxpresscnl opinions that proviilint! 
more formalised hiMii'fits liki' sick leave for cliild care wouUI 
result in ahusi* of tlu* priviU'i^e. 

7/ iiHHild hi* (i/)iis('(f f/ic more vou do, the mow fhcv 
fake/ (luanufai'turini;) 

'llon^ iiuniUl von he sure holh fxircfifs arcfi'l takini; 
parental U'avi*?' (I'ommunitv services) 

Studies of flexibli' stathni; and work arrangements in Ainericait 
cor|)orati()ns (ChristiMisen l!)H!), Catalyst !!)«!)) reporleil similar 
manaiienuMit attitiuU*s. 

When employers v^vrv asked. *Wliere woulil family problems he 
raised witinn llie companv".'' more tlian !)() per cent inilicated at 
the inanat;eincnt/personnel level, with a few sayini; tlie e(|ual 
opportunity olficer. Supervisors. liowi'Ver. wi»re seen to he the 
people witli whom iMuployees wouUI raisi* loncerns and make 
ret|ui*sls. 

Despite the responsil )ilit\' of supervisors in tU t'ldint; whether to 
allow workers hiiie olf for family reasons with or witliout pav, onlv 
llirt»e companies said tlial issui's related to work and family were 
raisetl at manaijement or training! seminars and meeliiij^s. 

One textile manufacturing lompanv was investint; time and 
monev in inanai^ement training; [)roiirams to improve* its sensitivity 
to employee concerns. incluiliiiL; family matters, llial could affect 
|)roi!uclivitv. Women workers in this company were helieveil to he 
uncomlortahie discussini' family needs with their supervise. rs and 
so just took ilavs off or lelt the conipauy rather than trv to orijamsi* 
time off. The aim of the proiirain was to 'convert uni)lanneil lime 
oil' so that the workload could he reorganised to continue more 
elficieiitlv. Supervisors weri* heiuLj encoiiraf^ed to 'ask how their 
child was feelinu/ when employei»s returned to work after sick 
leave had heen arranqed. 

Who Should Be Responsible? 

Demographic and social chaiiLjes have raisc'd the vexatious (|iies 
lion of who is to tie responsilile for the cost and henetits ol 
investiriM in workers with laiiiilv responsihilities. Kcinter (l!)77) 
has asked (he (luestion. 'What is the responsihililv ol the inslitu 
lions in which work takes place lor the personal and lamili<il 
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foiist'ctiKMU'c's 1)1 work coiuliliDns ami work arrani»iMmMils''^' Tin* 
II.O C'onviMiliDM If)!) cliNwIv n<lviK'aU's a slianul ri'spi)nsii)ililv 
lu'lWiHMi LiovtMMiiUMits, I'tiiploviTs, aiul llu' loiniiumilv In provide 
siipporls so lhal workiMs will) family ri'sponsibililii's cuul lIuMr 
workplaces can fuiu tion a( an opiiinitiu. 

The inajorilv of iMiiployers surveyeil (Tf) per eeiil). wiien asked 
'Who should i)e responsihk^ for Ihe provision ol tainily l)enehls?' 
said 'shareil i)elween m)VernnuMii, employees and iMnpUwers*. 

7/ //icrc (ire cos! hciniils /o employers, lliev should 
(Otitnhiite hemuh' lo the rosis ol these heiielils, hut 
employees must also mal^e tnide oils hetmeeti nnuU 
(ttid leisure (Uid hours ond pay.' (natural resources) 

"/f/\ ifi( cfitiiH's mould he net cssary as (osts should 
he shared irith the (loi^eniifieiit (hospilalilv) 

'ilorernment mould hane to pronide the iiKcntiiH's 
loi ( liild aire.' (relail) 

The remainini! fell eillu^r iMiiplovei's or Ihe (lovernuieni shouki 
he responsii)le. 

'luiiployees mould hare to pay then shofe. 
( ofiiptiines (ire heinii dshed to do too miidi/ 
(manutaeluriUL;) 

'The eommiuiity should pny lot it. not the employer* 
(manulaelurinM) 

'families have to foke tesponsihihty lot eliildten We 
expeet them to fiidiidf^e thett hniiily Iiih's, me do 
hdtH' to moke d prolit.' (manulaeliiriiiLi) 



Rights Versus Privilege 



This ([iNililalivc survey of iMn|)l()yi'r ptTccptions of worki'rs with 
family rt'sponsihililii's has rcvi'alcd an anihivaliMil alliliuli' ahoul 
!h(' I'oiUKH'tions hi'lwt'CMi work aiul family lifc\ and what cMuploycr 
rc'sponsihililii's should hi\ 

Whili' mosi employers ri'co^nisi'd llu' thMuaruls atui friH|ni'nl 
(liffic ullit's of halant'ini; dual roles as worker anil family earelakiT, 
there was an implieil belief that this was a tlilenima mainly for 
women workers. Where ehani^es in family orienletl work prae 
liees or benefits were beini^ eonsiili'reil, it was seen .is a way (o 
improve Ihe retention or reeruitmi'tit of hii^hly trained women, not 
necessarily as a way to enable workers of eiUu'r sex lo balanc e 
their work and family obli^alions with less lonfliel and tension. 

Women, not mcMi, were regarded as the beneficiaries of part 
litne and casual work thai could be arrani^ed around the tlenicuuls 
of child or i^lder car(\ Alternalive work schcduli's were, howi^ver. 
more often assi^ssed in terms of (heir cos! savint; benefils to 
etn|)l()yers in meetini* off peak production demands, or mana^in^ 
overlirne and penalty rales. 

It was clear that a fair amount of lascretionary and flexible time 
olf exclusive of formal |)olicies was allowed. However, where 
family U'ave benefits were available beyond the provisions speci 
fied in an industrial award or lei5islation. tlu7 were considered an 
earned privilege r.ither than an employee's rri^ht. Supervisors, not 
workers, decidiuf whether leave was necessary or pos.sible. 

A dichotomv exists i)etween professional and manatjement 
level employees and tiiose workers covered by awards in non 
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iiiaiiiit!(Tial [)()sili()ns. II was assuiiicHi lhal iiianaticMial staff 
workc'd c'XlcMuk'd hours and could tluTCMorc take' tinu' off wIumi 
iu'('dc'd oil tlu' uiuicrslandiuf^ that llu^ work would still \)v iUnw 
rc'tjardlrss. SonuTsaults would be* tiiriic'd to retain liitjhly valut'd 
and skilled workers. On llie other liand, professional and more 
senior positions were not eoiisidercnl conduc ive to part time or 
reduced hours because the work could not be accomplished, 
h'amily responsibilities wi^re considered more problematic at this 
level because of tlie extensive amounts of time cuul energy 
rec|nired beyoiul fixi'd working hours and time clocks. 

Non manatjeinent workers were subject to a supetvisor\s ai^ree 
merit that lime off was essential and possible outside of tlie casual 
and j)arl time work avculcibk* within llie bounds of awards. Most of 
lliese jobs wi-re not considered on IIh' same career track as 
manatjeiiient and professional |)()siti()ns. Whereas unorthodox 
workini* linu' arrangements were ori^anised for specialised and 
liiMhIy valued staff, «i fair amount of informal flexitime was pro 
vided to award workers if they had rapporl with their supervisor. 

Altlioutjii most employers acknowledged llic^ importance of 
families and were not insensitive to the needs of workers with 
family responsibililic^s, there was some ambivalence about wlielti 
er tire company could meet family needs while maintaining its 
|)roductivily. In a few cases, however, eni|)loyers specifically 
recognised that productivity was lied to the provision of lamily 
oriented policies. 

Corporate* values, orr IIk* whole, were still based on the pKMiiise 
llial work and family lives were separate worlds. Kariiily needs 
were acct)mriiodalcd but this was oflerr due to pressure from 
tjovernnieril. unions or workers rather llian a belief that men and 
W()inen slu)uld be able to participate e(|ually in pcud work and 
family care. 

The corporate world explored in this surv(»y was still lartjely a 
traditional maiTs domain and standards of work beliavior and 
career advancement were basically shaped bv the assumption 
(hat there was sonieone else to lake care of all family and non 
wt)rk respon abilities. Reluctance on tlie pari of employers to 
initiate or expand family oriented policies steiriiiied from several 
sources. One was confusion about who should be responsible for 
Ihe coiise(|uences of chaiitjes in lire social and economic forces 
affi'clin^ lire workplace and workers. Another was entrenclu>d 
beliefs about the rok^s of men and women and lli(» economics ol 
runniiiL; a company. 

Heiicfils provided to emj)loyees have dilterent interpretations. 
The media re|)orl complaints \rn\\] companies about conlribu 
lions to Work( are .rnd otber non watje costs such as holiday pay, 
lonij servic(» leave .ind other paid absences. While benelils thai 
may improve Ihe siluatioii for workers with lamily responsibilities 
are tr(U|ucnllv lire local point of concern, enterl.riirment 
.'illowaiices, curs, liiid < lub lec^s are olten seen as incentives in 
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Objoclioiis oil \\]v ijrouiuls of i'(|uilv to providiiii; si)iH ific' 
l)(MU»fils lo only sniuv workers, in this c ase c^hild ci\rv or parcMilal 
l('av(\ :iri' considiTiul spi'cious by rc^scarc^hcrs, who point out thai 
inatiy h(»iu'fils now provided an- iiuuiuitahly dislrihuted (or 
example, ears, executive cafeterias, retirement funds aiid, for thai 
mallear, salaric^s. I-Yiedman and Clray (1!)H!)) observe tli(\t eoinpen 
salion aiul biMU'fil pai kai^i's neiul to be re exainined sinee they 
were (i(»V(dop(Hl for tlu' *ty|)iear model of the male breadwiniuT. 
Mtijor Amerii-an eompanii's are optiiiL; for 'flexible beiiefils' or 
'eaf(»l(*ria' plans as a way to ensure that all employ<'es reeiMve 
soine advantages (NiNiles, Findncinl RooicuK 4 April IIMH).) 

bul K.unermaii and Kcdin ( l!)H7). althoiiijh referriiit; to essential 
ine(li(*al. disabililv, anil malernily beiiefils, observed that the 
'corporate wellare svslem* in the United States would eollapsi* 
wilhoul extensive lax subsiilies. Their survev ol several huiidred 
larqe ami small businesses reveaUul thai most emplovers would 
provide job protected leave beni'fils lor parenting alter birth u\\\\' 
when deniiinded bv law. 'X\\v majorilv of eiii|)lovers inlerviewiul in 
oiie ( anadian snrvev (baris l!)H!)) indie. ileil that einplove<'s have 
Ihe primary responsibility lor solving lainlly probleiiis associated 
with work 

The power of letjislalive numdale is reinlorceil by Ihe conwnenl 
ol oiie emplover in Swiuk'n where parental leave provisions are 
exiremelv generous: 'Then' ar<'n't .my probleins biH .iusc oiie h.»s 
\\u ( boi( i\ Ihe l.iw is clear that people h.ave to be .illoweil lo Lake 
le.ive' (K.ipoporl .Hid Moss li)H!)). K.amerm.aii .and Kahn (l!)H7) 
emph.Lsise that innovative work schedules c.m onlv be explored 
where there is a 'salelv net' ol he.alth. dis.abililv. income, chilil 
care and le.ive henelils Ih.il .ire not tied lo lull lime einplovinenl. 
( Mhervvise henelils .are discrelion.arv .and mav be av.iil.able oiily to 
those who work in l.ir^e companies and have neetled skills. 

A Shared Social Dilemma 

Kes()lvini{ Ihe conundrum of meelinM work and l.amdv responsibd 
ilies is ultmi.atelv sociel.il pr()blerii. one Ih.il must be shar<'(l hv 
i|overnm(Mil, emplovers .ind l.uiiilies (Kammerm.an and K.din 
l!)H7. K.ipoporl .nid Moss l!)H!)). The dilemm.i is bound up in 
assumplions .d)nul men's and W()men's roles, the v.alues .issoci.il 
ed with paid .uul unp.ud work .and how to c.are for children. Ihe 
elderlv and Ihe sick. 

If .1 communilv ai cepls Ihe premise, as in Sweden, Ih.al w()men 
and men .ire expected lo parlii ipate e(|uallv in (Miiplovment. 
nurlunn^ ol < hildren .iiid home duties, then resources will be 
made .avail. ible lo .achieve this, l ainilv supports such .is m.ilernilv. 
p.ileriiilv and parental le.ave, Mexible workiia! hours. .ade(|uale 
child care I.k ililies. .iiid reduced workiiii; hours will be iniro 
duced wilhoul penallv lo job security or c.areer .adv.mcemenl. 
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iMwplovcTS, too. would nol \)r \)V[u\\\svi\ vannrnwrMy for iMuploy 
inij workt'rs wilh f.unily rcspotisibilitics. 

Moss (!!)!)()), (lisc ussiuii cliild dnv \\\ HritaitK .iplly sums u.) this 
• philosopliv: 'Tlu' uv.ulal)ility ntul (|U.ilily of sc^tvicc^s sliould he 
(UMcriuiiUHl l)V \Ur wvvAs of rliildrcMi. .urI not accordiuL; to liow 
Ihully .m (Muploycr r('(|uir(*s tlic sc^rvuvs of .i clulds parcMits.* 
Pr(\ss(»r ( 1!)H!)) r.wsvs \Ur (jucstiori of wluMlu^r as a cointnutuly 
can niak(' \\\uv for rluldrcMi and i\rv wiHini! lo pay \\\v \)m v, M)o we 
want parents to spend more tune wilh ehildrcMi fatluTs as wc^ll 
as mothers when they are infatits and toddlers*:'' Are 'we willitii; 
to suh.Mdise i'lnployers' policies tint permil more parcMital tiuie 
wilh children'' (p.r):iH). One should add lu^e. 'and the eldc^rly 
or iH\ 

K.ipoporl and Moss ( WW)) slale that \\(^ alUMupt !ias been [uade 
in Sw(Hl(Mi to examine the cosis and betiefits of parcMilal U^ive atul 
olher provisions. Swedish emplovers pay a lew e(|ual lol^ per ceni 
()[ lluMr payroll as their conlribulion to uiovemmenl funded local 
child c.ire facilities (Moss l!)i)()). It is hehevcul that if p.ircMits h,ive 
sufficient lime wilh Iheir children .ind are tree Irom worry at work 
knowing lhat a(le(|uale child c.ire is av.ul.il)l(\ tluMi the compatiy 
and Ihe communily will henelil Irom improvc^l produclivity. 

If men and women are to slure in Ihe rew.irds of fatuily life and 
paid work, then intirained .wid stereotyped views of ttuMr roles will 
iMVe to he overcome throuijh educ.Uion protuotitii^ e(|ualitv in «ill 
.\reas. Pifficult decisions have to he made about what fatnily <\\n\ 
job or c.ireer iioals and roles individuals are destined to fulfih 
Beliefs about whose responsibilily il is to < .ire for childrcMi, the 
sick «nul Ihe elderly affect women's and men's mcitivalion, aspira 
lions and investment in education and Iraininii. 

Several (inplovee studies conducted by Australiati batiks and 
insurance companies (Council for K(|ual Opportutiitv w) llmploy 
ment l!)!)()) found thai women had lower cireer aspir<itions than 

' n. As one respondenl in this studv s.ud, 'Wometi leave al mid 
nai^enienl level; Ihev don't wani more responsibility.' Chaniies 
in award restructurini^ and Ir.iininii lhat seek to improve Ihe 
conditions of women in low skilled and low paid jobs will only be 
effective if women see |)aid work as .i lifelinie propositioti and 
adecjuale sU|)porls for this choice are .jvailable. 

As well as educalion in the schools, unions and etn|)lovers in 
Swedeti receive^ financi.il sup|)orl for lliis kind of educalion. Sotiie 
companies in Sweden provide classes in the domeslic arts ol 
cookiuLj and child c.ire for men eni|)lovees who may have missed 
onl on such ex[)eriences durinf^ Iheir earlv years (N.isni.ui and 
l-alkenberii 1!)H!). K.ipoport and Moss 1!)H!)). bindblooni (l!)H(i), 
commenlinii on Swedish family jiolicv. observes, 'If each s|)()use 
is lo make .ui e(|Ual effort low.irds his/h(»r educ.ition .ind o( ( up.i 
hon, Ihen e.ich will have lo e(|ually sli.ire in the care and 
slimulation ol the cini(ir(Mi as well .is the housework.' Parlicip.i 
lion in caring in the wider communtty sliould be .idded lo Iliis 
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slalcMUcnl. in Sweden however, llie philosopiw of gender 

e(|iialily lias nol always heen Iranslaled into praelice (Haas 

The corp€}rate view 

Corporale eullure and ori^atiisalion eoidd adopt differetil slan 
dards of ( (ireer advaneetneni lo include other tha!i full time, 
()V(Tliine, and unnit(Trn|)led patterns of workintj. The workplace 
could lotiLier he siruclured as Ihoutih workers did not have 
families or, if Ihev did. that there was a si)()usc at home to take 
care of all (lotn(»stic responsihilitics. 

(Ireenh.nis ( l!)HH) asserts, 'At the most hasic level, an ori»anisa 
lion should expand its conception of what it takes to he a 
•successluT employee in its environment.' IMeck ( l!)8r)) makes the 
point thai there \s no ^et(inL! .iround the lact 'that who 
participate and are directly involved in their fanulix's must he, on 
the averai^e. less productive and amhitious in paid work' (pl^lH). 
The same would have to a|)ply to women. 

I'or example, a recent study of flexihie workiiii^ arrani^ements 
lor inan.iMcrs and prolessjonals in f)!) American companies (Cat.i 
lysl l!)8!)) reported that these employees were able to maintain 
their |)ro(luctivity hec aus(> llu^y continued t(^ put in additional time 
l)(*von(l the aLjreed upon part time hours, and were ahle to modify 
Ihcir schedules to 'meet pressiiiLj husiness needs of the ori{anis,\ 
lions'. Many ol the women in this study needed full lime child 
care so they could he available to attend meetini.js, work extra 
hours or respond to chanLjes m their schedules. 

Schwartz (l!)H()), referrinLj to pateriiily leave in the Uniled 
Stales, stales that men know 'nianaL(emenl will sec such heh.wior 
as a lack ol ( arcer commitment even when com|)anv policy 
pcrmils p.ireiilal leave lor men'. I!yeii in Sweden with its i^enerous 
parenlal leave schemes and prom.olion ol e(|ual responsil)ilily 
jjelween men iind women ( ariiiM lor the lamily, HO per cent of 
women work |)art lime while there is some su^ii(vslioii that in 
Norway and Sweden, women are disconraLied from takini^ on 
hiMher level work when extensive |)areiital leave is contemplated 
(K.dlherM .ind Uf)seiileld l!)!l()). 

KeviewiiiL! Ilexihie stalliiiLi arrani.{emeiils, IVock rem 
lorces the opinion that alleriiahve work schedules would he ol 
most heiielil lo women. 'Consider the woman, slarlirij^ her lamily. 
who now wants lime at home to l)e with yoiiii^ children or 
perhaps the woman who cannot I ind appropriate child care 
arraiiLicmeiils lor her < liildren.' 

I'.psleiii ( l!)8!)) dis( usses how (oik cplual and slnu liiral l)oun 
daries act as '(onslraiiils lo cliaiuie' in the workplace: ' . . there 
.\rc rules which tjiiide and rcj^nlale lr«ilfi( , and they iiislrnci on the 
conditions under which l)omidanes may Ik' crossed'. These hoiin 
daries deliiie llie roles ol men and women at home and at work, 
and iiilluence d(»( isions .il the persoinl .ind (orporale leV(T It 
ludps lo (*xplam why (*(|nai opportunity and allirinalive action 
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|)()lic*i('s lake' a loiii^ linn? to acliic'vc llu'ir i^oals. 

Tliis ('iii))l()y('r study lii^lilinhls iUv ituportancr ( ^ ini))r()VCHl 
c»(liic ati()!i ami IraiiiiiiL} for nianaiiors and siifx'rvisors, so tlicy arc 
well (Hiiii[)[)('d Willi \Uv inforinali )ii and slraU.'Mic's lo haiidk' any 
work and family silualions lhal arise. Manai^ers and su[)('rvisors 
tuH'd lo bv infornuHl ahoul c'oni))any policies lhal sup[)orl fainily 
orienled practic es so Ihcy can respond in an ohjeclive ralher lhan 
subjective manner. KespondiiiM lo work and family concerns innsi 
l)e seen as a leL{ilimale pc\rl of a su[)ervis()r's role if em))ioyc»es are 
lo feel Ihe workplace is su[)[)orlive, The reliance on Ihe ideoloi^y 
of senior manai^emenl or Itu* alliludes of su[H»rvisors to imple 
menl family orienUul policii»s has hecti c*()nfirmed in Ihis survey 
and olhers (Aldous ]Ji9()). 

I'Vw commnnilies are as unamhivaienl as Swculen. however, 
and consensus on whal work and fanuly policies lo promole is 
slill hard lo reach. As ['!dL{ar ( says, we t^ive mixed [uessai^es. 
WonuMi are I'licourai^ed lo enler Ihe workfor(*e lo become eco 
nomically indcj)endenl and men arc exhorled lo bec^otne more 
inv()lvc»(l in child care and family lasks. Yei we do mn [)rovi(ie the 
slruclnrat chanL{es in Ihe workplace or commutiily su[)porls lo 
accotnniodale such joinl responsihililies. '['his is ihe reason for 
the debales i[) Auslralia on llie provision of parcMilal leave, Ihe 
fundini^ of child care, and aspc»cls of award reslrudnritii^. 

The community view 

The lan^uaLje of itulnslrial reform iti Cloveriunetil docnmetils such 
as Ldhonr Murkct Rrfoffn: Ifulustnal Hrhitions Aiiaulu {[)e[)arl 
menl of Induslrial Kelalions l!)HH), suLjtiesls sytnpalhy for Ihe 
(*oncerns of workers wilh family rc^sponsihililies. I^'or example. 
'The abilily lo adjnsl workint; lime arrantjemetils <ui(l Ihc idenlifi 
(*alion and removal of rcslriclive work and manaL^etnenl [)raclices 
are imporlanl.' linl allhouLjh Ihere is recotjnilion lhal *lhe usual 
economic measures need lo be compiefnenlcd by consideration 
of Ihe human and social dimensions of Ihe workforce lhal will, in 
tlie longer lerm. have a cruc ial bcariuf^ on Ibe ori^anisalion's 
|)ro(luclivily and performance ... (p.,*^!))'. atlenlioti is clireclecl 
maitily lo job reclesiLjn and classificalion. I\)pe and Aisle )[i ( 1 98!)) 
make Ihc associalion belween raisint; Ihe skill :in(l (jualily of the 
nation s human rc^sources not only IhroULjh lraitiin.L{ and sclioolini^ 
but in 'improved hcallh and home investments in the form of care 
of children in preschool years (p. 2)'. 

The Confederation of Australian Industry, an employc^r cissocia 
lion, in artjuinL} for more flexibility \\\ workini^ hours tlirouijh 
chani^cs in award and penaltv rates (CAi l!)88), cites the example 
lhal married women with chil^iren prefer casual liours, 

weekend and shift work so a spouse can mind the chitdren. 

The possible ncLjalive effect on fainilies of casual hoiirs. sliifl 
work, weekend work, three days of 11^ liour shifts, two weeks on 
and one week off. Uowx shifts and the effect of alternative work 
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|)«illrrns oi) carr^'r |)<ilhs are . ^ discussed. Sliill work has 
found lo intcrlcrc wilh Ihc ainoiinl ol lime s|)ous(»s can spend 
loi^clhcr as a family and parlicipalc in familv and social aclivili(»s 
(Simon !!)!)()). Nor arc the more positive inilialives such t\s huill in 
career breaks, updalini^ of skills on rehirn from leave, reduced 
hours, phase hacks after parental leave or Ihc prolecled henclils 
mentioned. 

A survey coiKhicled for Ihc lUisin<vss Council ol Anslrali«\ 
(Induslrial Kclalions Study Commissinn on manat{ement 

practices and attitudes toward certain key industrial issues did not 
address any specihc work and family concerns. Takint; days oil 
when not sick an<l <'ominLt to work late were recorded as 'inci 
dences of sliirkint; and restrictive work hehavior'. No mention was 
made th.it these instances mii{ht he related to fanuly matti^rs such 
as carini^ lor a sick child or i^ettini^ a child to daycMre. Since 82 per 
ceni of the workers at the !MI sites sel(»cted for the survey were 
men. these considerations may not have been thought pertinent. 

lUisiness leaders have recently heen reported in the mcdi.i 
advocating the aholition ol rostered d.jys off, reduced paid holi 
days and shorter annual leave in \\\v name of irjcre.isint} prcxhic 
liviiy (I'orhes 11)^)0). There is little recotiiiition of how time aw.iy 
Irom work can enhance the (juality of family life, which in turn can 
allecl employee prcMluctivity. (The accomp.uiyin^ picture showed 
men playing Moll on their rostered day off; one can ^uess where 
women would he louiid on their ntstered day off.) 

The Commonwealtirs snhinission to the IDS!) kcview ol the 
Sirucluial I'.lliciencv Principle links induslnes* need to he com 
pelitiv(» with award restrncturiii^ that includes flexihie forms ol 
work or^anis.dion. incentive to upgrade skills an<l joh reclassilic.) 
lion. Ilowevcr. the emphasis on 'elliciency and productivity' is 
lemper'ed hy relerence to e(|uity issues. It c.iutions .»i!aiii:»t 
employers relyint; on casual, temporary, or contract l.rhour to 
achieve elliciency Moals as this could lead to a 'periphery' work 
force unless lied to ttaiiiiiiL! and entry into the 'core' worklorce. 

The I )ep.ulineiil ol I'.mplovmenl . I'.dncalion and TraiiiiiiM ( 
warns th.rl Hie service industries I insurance, hankiiai. retail), 
which employ the inajorilv ol women workers, ar^» creatiia! a 
'coiitini^eiK v' worklorce hased on ( asiial .ind less skilled |ol)s 
associated with increased aiiininalion and Iraru hisinii. Where a 
'core periphery' model openites. core workers have joh slahililv 
and henelits while 'Cinderella johs' (Ucechey and Perkins IIIHV). 
ate usually (vxcIikUmI Irom I xMielits, trainiiii.; opportunities and can 
he hired or lired c.ileiioricallv (D.iwkiiis and Norris \\)\)[)). 

The lederal Dep.rrtinenI n| I'linploviiieiil. I'.dncalion and Train 
liu; est.ihlished an 'education lor i.;irls' poli( v and liiiided a L|irls 
in in.ilhs .md science' proi-irain lo <Micourai!e ijirls to enter non 
tr.uhtional c.neers and r<ulnce oc( up.alional sctirciialion The 
sanK' empliaM'» on enconrai|iiu| hovs to enhance their skills and 
to take on 'caniifV )ol)s in the worklorce or at home is less evident. 
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Award ri'strui'Uirini^ anil tmilli skillin^. plirasi's on tlu' \\n\us 
trial relations amMula, iwv ini|)()rlanl lo wotnon and luvw in 
i^n|)r()vin^ jol) status, work ori^anisation ami (1i\sitjn. What is 
tnissin^. howi^viT, is Ww conniH tion l)i't\MHMi raising tlu' skill aiul 
c|uality Of iMiiployiH's with im n^asiHl alti^ntion to work ()r^a^lisa 
tion. and praclici's that inc'()r|)oraU' tlu' ti(*(H*ssary lamily pallis' of 
workiTs with (aniily n^sponsibilihivs. WUvu (akin^ linu' oft from 
work is lonsidiTiHl 'sliirkin^' without any ri'diiMui' (o |)ossil)k» 
family cin umstanc i's, wi' can svv lUvrv is a lon^ way (o ho hoforc 
llu' c'ommunilv nsu lu's i-oiiscnsus on tlu' roir of family nuMnhi^rs 
and tlu' roll* of iMn|)l()yiH's. 

Thrsr I'xampli's illuslratr thi' conhnuinH (•or|)orali\ burrau 
rratic and romniunily am[)ivakMu r on tlir ri'lalionship hclvvriMi 
work and faniilv lifr. Tlir iirxl iliH adi' will srr conhtuird disc us 
sion about Ihi' funilainiMital iiui'shons of iH|uilv and iH|uality 
hrlwriMi nirn and womiMi and the ()|)tiinum cunililions for Ihr 
drvrl()|)mi'nt of cliildriMi and a c ariiiH comnuinily. Thrrr will \w 
drbatr ovrr [)alanrini4 ror|)orati' |)roilnrtivity witli social justice. 
The answers will determine whal nux and ty|)es of |)ul)lic and 
|)rivate su|)|)orts. and entitleineiils for laiiiilies at home and in the 
workplace, will be available. 

Making a Start 

Development of a comprehensive and coherent work and 
family policy. 

A num[)er of Hovernment ile|)artmenls and committees are ad 
dressing work and family issues, as described in earlier seclions 
of tliis |)a|)er e.^. the Wotnen's liureau. the Office of the Slatus of 
Women, tlie Affirmative Aclion Agency, tlie Work and I'amiiy Unit. 
Tliere is not. however, i\ sense of overall |)lanninH. l)u|)lication of 
efforts occurs. Increased eoordination [)elween agencies is 
re(|uired to iMisure thai a com|)rehensive |)lan of research and 
action is develo[)ed and itn|)letnenteiL 1'or this lo ha|)pen. govern 
ment lias lo be clearer aboul ils tjoals in relation lo workers with 
family responsibililies. WIml does it believe and wanl lo achieve*.^ 
How are its ^oals besl .icliicvcd'^ Katifieation of IbO Convention 
ir)(; by Ihe I'cderal (lovernmcnt may be a slep in Ihe ri^ht 
direclion. 

Redefining work and family issues as a community 
concern, not a wonien*H issue. 

The {|ueslion is liow lo enable men and women lo M«un 'e^iualilv 
ol op|)()rlunitv' (Moss l!)i)()). to parlici|)ale in emjiloyment. to 
conlribiite to ibeir economic wellbein^, and to c.ire for faiJiily 
members and the wider conimunily. 
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Increasing men's involvement in work and family. 

K(liK*ali()n in llie l)r()ad svmv nuist [)r('|)nrc' yoiiiiM nu'ti ami 
women for lIuMr dual roles ol workiiiij and c*arint{. I^roniotion of 
vvonieirs aarss lo etiucalion, traininij and ein|)l()ynuMil must l)e 
l)alaiu-e(l l)V men's inereasiiiij res[)()nsil)ilily for earitii* roles 
within the family and the eommunity. 

Changing the corporate culture. 

The assumption that work and family nre separate worlds must l)e 
replaced l)y a l)elief that workiTs are not only em()loyees hut 
family caretakers too. How the working day and c areer paths are 
orijaniscd must reflec t tlu» dual res[)onsil)ilities of workers. [\)li 
eies that su|)|)ort positive, familyoriented decisions need to 
he clearly defim^l and promulgated at the management and 
su|)ervis()rv levels. Management education should incorporate 
informntion and training to increase sensitivitv to work and family 
issues, and strategies to resolve tliese concerns. 
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Appendix 



AIFS Questionnaire 
Employer Response to Work and Family 

Issues 

Title of f^TSoii [nlervu'Wt'd 

C()nU)any 

Industry Stu'lor 

Niiinbor of Kiiiployccs 

Malt' luMiiaU' 

Major Awards — 

General Business Concerns 

1. Wlial do you sw as thr crilital huuiati rt'sourc'e/eni()l()V(*o 
issues now and in tlie next few years [or your eonipany^industry? 
(more flexible workforce. nieelintJ industrial relations, l^KO 
regulations) 

2. Does the company liavi' any difficulties witli; 
recruitment (of skilled employees) 

tur!i()ver (retention of skillet! workers) 

rtMocation 

absenteeism 

tonuni^ late, leaving t>arl\' 
hours ' )f work, sliitt work 
stress 

Kor eiicb of these concerns, are tli(\v major or minor issues'/ 

Do iliese |)r()l)lems differ for men, for women workers'/ At which 
jot) or position level*/ 

A. Do \'ou trunk tliat fauiilv concerns inti^fert* willi protiucti\'it\' at 
work (child care |)rot)lems. luarital problems, cariniJ for sick 
family meinbers)'.'' 

If yes, in what wa\'s does it affect productivits (absenteeism, 
safety, concentration, abilits' to take on extra work).^ 

Are they m.ijor minor'^ Different for men women'.^ At all soiue 
position levels'/ 
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Employer Response 

4. What lia[)peiis in your firni/coiiipany if an eniployei' noeds 
linie off for: 

nialernily k'ave (woniiMi) 
paternity leave (nien) 
pr()t)lenis willi cliiUl care 

lime off to care for sick eliikiren, partner, eldi^rly relative 
lime to attend scliool funetions 

lime to (ii'al witfi niarital/domestie/persoiial eoneerns 

Is llie response different for |)rofessi(jnal/()ther staff? l-'or men/ 
women'/ 

5. Have yovi done any surveys of enip'oyees'/ Of niMnaijers'^ al)oul 
jol) salisfaclion (lissatisfcK'tion in general <ibout needs of workers 
with fatuily responsibilities 

(). What c'urrtMil polit ies, fxMiefits does tlie company consider as 
incenlives lo all employiuvs/ Wliat m<ikes workini» for your com 
pany allraclive lo worki'rs'.^ For exaniplcirec realion/fitness facil- 
ities, caiitiHMi, medical dented costs, scliool fees. 

Are these available to <ill eniploycuvs'/ Wliicti job classifictilions? 
WIkU criteria a|)|)ly'/ 

7. Wlial, if any. |)olicies have cliant»ed are beiiit^ considered 
developed im|)leniented s[)i'cificcdly related to workers with fami 
ly responsibilities'/ 

child care assislanci* (on sili\ off site, infornuUion referral, fee 

snbsidies, school tioliday |)r()^r.uns) 

tnaternitv leave |)aid un|).iid 

parent. il lea\'e 

specicd famiK' leave (for short term etnert»encies. school visits) 
llexible workini^ liours 

part Imie work with witliout pro rata beiu'fils 
reduced liours after maternity leave 
job sbarini^ 

career break schemes (skills u|)dahnti, on i»oini< conl«ui <dler 
m.iternitv lea\'e} 

emploN'ee assisl.ince prot^rams (f.iiiiil\' counselling) 

seminars on manaiiintJ family and work lite 

sick child care leave 

Icfive to care for elderlv. sick relali\'es 

elder care information, referral 

relocation .assisl.ance 

In relation to eai ti ()|)li()n. woidd these be available lor: all 
eiuplovecs'/ Which job classific.ilions. Ie\'els. posiUons"^ What 
( rileria e.i». scniorilw at the discrehon ot nuiirii^einent. as a lorin.il 
policv".' 
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8. Wlial (io you sec as llic henefils/itnpacl of introducint} eat:h of 
lliese supports for workers? 

y. How have llie positive or negative benefits been evaluated'^ Atiy 
e()sl-l)euefil analysis done? F'or wliich options? 

Policy 

U). Wlial are/would he tlie constraints to introducint; l)enefits to 
assist workers witli faniiiy resi)onsibilities? For exanii)ie: 

econoniit* costs 

unions ([)enalty rates) 

company does not l)eiieve it is its responsibility 
tnanagetncnt is reluctant 

ec|uity issue's otiier workers would consider it unfair 
adinitiistrative liassles 

Specifically in relation to: 
paretilal leave pciid or utH)aicl 
(*areer break schemes 
sick child Iccive 
flexible liours 
cliiUi care provision 

1 1 , Where would the resistance for increased benefits to worki^rs 
with family responsil)ilities come from.^ 

su|)ervisors 

management 

workers concerned about special treatnuMit of some workers 
unions 

\2. VVliere in the com|>any would |)roblcm; related to workers 
with famiK' |>roblems be raised'.^ (luiman resource mcuiciger, 
industrial relations offici»r, managers/su|jerv'isors) 

1!^. Have any issues related to work and family been raisetl at 
management or training mei^tings.^ Are they ref(»rred to in training 
and develo|)ment seminars.^ 

I K Wlio would make dci isions about e.g. wlietlier to ofler re 
duc*ed liours after a return to niatcrnity leave, t<\king lea\i' to Ccire 
for a sick or elderly relative".^ 

if). How woiild change occur'/ What would be needed to intro 
duce benefits sucti as cluld care, career breaks, sick li*ave lor 
cluUiren, parental leave. Ilexil)le hours'.^ 

employee pressure 

managenuMit |)ressure 

legislation fuaking proN ision (nandator)' 

government incentives (what kind'M 
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union |)ressurt' 

conipolilion willi other companies 
Corporate Values 

1(). How does llie company define a suc(*esshil worker? Wlial 

counts towards promotion arul rec'oi^nition? 

How do tliese differ for manaHenient/generai workers? 

17. Under normal working conditions, in order to perform tlieir 
jol) satisfactorily. Iiow often would it he necessary for workers to: 

work overtime 
stay at work latt* 
come in early 
travel 

work weekends or liolidays 
trcUisfcr or relocate 

take work liome in tlie evening or weekends 

|)artici[)ate in staff traiiiins^ or development outside workintj 

liours 

Kor eacli of tliese areas, in whicli joh classifications''^ 

18. Wliat is tlie company's (your) attitude towards women work- 
ini>. men and womi'n sliaring work cuul family responsihilities? 

1!). Wlu) do you, tin* conipanv. feel sliouUi \)v responsible for 
providing henefits to assist workers witli family responsibilities.'' 

mainly government 

nitunlv empU)vers 

mainly employees 

20. How should tliey he |)aid for'/ 

2 1 , Does \'()Ur ('()m|)anv exper t pet)|)K' wlio want In i^et ahccul in 
their j()i)s or cari'ers to sperul less time witli their families'.^ 
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Fewer Australian families today fit the tradi- 
tional image of man as the sole breadwinner 
and woman as family caretaker. Of all two- 
parent families with dependent children in 
1990. only 33 per cent fitted that pattern. 
Whether out of financial necessity or a desire 
to fulfil personal aspirations, more and more 
women are joinini? the paid workforce, while 
there is a growing acceptance that both part- 
ners should share the responsibility of caring 
for family members. 

Employers are recognising that family and 
work are not mutually exclusive, and are con- 
sidering ways to accommodate the needs of 
their workers with family responsibilities while 
maintaining productivity. Some measures 
have been the result of government initiatives 
and union pressure; other changes have been 
made in the interests of retaining valued and 
skilled employees. But action and attitude do 
not necessarily go hand in hand. In Work and 
Family: Employers' Vieivs, llene Wolcott asks 
employers what they think about the changes 
taking place in the workforce. 
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